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PREFACE 
The study demonstrated the usefulness of behavioral objectives 
as a communications link between public accounting practitioners and 
academicians who prepare students for that profession. Data collected 
from practitioners through in-depth interviews and questionnaire re-
sponses provided a basis for developing a set of behavioral objectives 
which described the role of a staff auditor, the position assigned to 
newly-employed graduates on a public accounting firm•s audit staff. 
Oklahoma State University (OSU) faculty members then used the behav-
ioral objectives to assess the content of their regularly-presented 
accounting courses. Thus, behavioral objectives offered an additional 
col11l1unications link between practitioners and academicians. 
The author expresses his appreciation to the nine public account-
ing firms which provided time for 89 of their professionals to contri-
bute to the study. The input from the series of interviews with the 
eight seniors (category A supervisors) proved especially useful. The 
author recognizes the contribution of the 13 OSU accounting faculty 
members who assessed their courses in terms of the behavioral objec-
tives. 
The author acknowledges the guidance of his Doctoral Co~ittee, 
Drs. M. J. Applegate, L. G. Chasteen (Chairman), W. M. Kincaid and 
M. F. Usry. The accounting members, Drs. Chasteen and Usry, deserve 
special thanks for their availability, prompt responses and meaningful 
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input throughout the study. The author feels particularly indebted 
to Drs. B. E. Collier, C. D. Dowell and G. W. Krull for making spe-
cial efforts to provide assistance at critical times. 
A particularly special mention is reserved for Betty Ann, my wife, 
for providing encouragement, humor and tolerance of the long hours 
required for the study and related academic pursuits. 
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CHAPTER I 
INTRODUCTION AND PURPOSE OF THE STUDY 
Introduction 
Overview 
Chapter I introduces the study by describing an apparent real-
world problem. Quotations from authoritative sources document the 
problem's existence. This chapter discusses the study, undertaken in 
response to the problem, and provides information about its purpose, 
limitations and organization. 
Nature of the Problem 
An inherent problem exists in making academic preparation rele-
vant to the actual practice of a profession. Preparation usually 
occurs in a program which seeks to accomplish goals broader than pro-
fessional training. Universities attempt to educate the whole person 
and to equip the individual for lifetime experiences. Students do not 
find many academic courses instructed by practicing professionals. 
Once in actual professional practice, the new graduate encounters a 
work situation substantially different from the university environment. 
Each of these factors contributes to the problem. As with many pro-
fessions in the United States today, the problem of educational 
1 
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relevance seems to exist for public accounting. Leaders in both prac-
tice and academe have identified the issue. 
Public accounting practitioners have evidenced interest in devel-
oping more effective relationships with educators who prepare their 
professionals. 
Recently the Committee on Long Range Planning of the 
Illinois CPA Society completed a two-year study, which 
sought to describe the environment for the public practice 
of accounting in Illinois in 1990. Among the committee•s 
conclusions is the following: 
•conclusion: That the Society should become active 
in the development of the curriculum for a university de-
gree in accounting. 
•sasis of conclusion: With the expanding role of the 
CPA and the resultant need for broader basic knowledge and 
increased technical knowledge, coupled with intense compe-
tition for educational resources and educated people, there 
is a need for greater communication between the educator ~ 
and the practitioner. We found in our study that, with 
few exceptions, the curriculum for students who might enter 
the profession is based upon the educators• assessment of 
future needs and not on the needs as perceived by those in 
practice• (4, pp. 84-85). 
Practitioners and educators have expressed concern that the 
gap between what is being taught and what is being prac-
ticed is widening (4, p. 87). 
The New York State Society of CPAs apparently reached substanti-
ally the same conclusions as their colleagues in Illinois. 
The Committee on Education in Colleges and Universities 
of the New York State Society of CPAs utilized two question-
naires in an .attempt to determine the extent of current re-
lationships between practitioners and educators and their 
plans for the future .... [Of 28 colleges responding, 
91.7% said,] 1There is a need for improved feedback from 
the profession regarding the quality of their graduates• 
(15, p. 24). 
Based upon the results of the survey, it appears that 
both educators and practitioners agree that there s·hould be 
more involvement of the practitioners in the educational 
process in colleges and universities. The problem is how 
to translate thought into action ..•. The surveys have 
indicated that both sides have a need and the desire for 
action. Building the bridges between practitioners and 
educators in accounting will greatly benefit the students, 
the academic community and the practicing profession (15, 
p. 25). 
The Commission on Auditors' Responsibilities of the American 
Institute of CPAs addressed the education, training and development 
of auditors in Section 8 of their report, summarized in a recent 
issue of The Journal of Accountancy: 
In many respects the educational structure of the profes-
sion has functioned well. The demand for entry-level 
accountants has grown rapidly in recent years, and schools 
have been able to meet that demand. Accounting faculties 
have grown substantially, and attempts have been made to 
reflect changes in the accounting environment in curricu-
lums [sic]. Many faculty members participate in profes-
sional activities at all levels. Programs of continuing 
education for existing practitioners are also growing • 
• • • However, the public accounting profession has been 
unable.to rely to the same extent as some other profes-
sions on formal education for the development of compe-
tence to practice. Many new accountants find that their 
education did not adequately prepare them for the responsi-
bilities that face them after graduating (2, pp. 98-99). 
A schism has developed between academic and practic-
ing accountants. The causes of this apparent schism are 
not readily ascertainable. However, the results of this 
drawing apart of the two parts of the profession are evi-
dent, and they have been detrimental to the growth and 
development of professional accounting (2, p. 99). 
Observations of accounting educators have illustrated a concern 
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for bridging the gap between practice and preparation. The practicing 
profession's extensive in-house training programs prompted Usry (13) 
to make the following comment: 
The charge seems clear that educational institutions must 
better meet the accounting profession's educational needs . 
• . . However, the more striking challenge to higher edu-
cation relates to PO [professional development] expendi-
tures by the firms for newer staff members, so much so 
that the firms must be saying they are not as pleased as 
they might be with higher education's professional train-
ing of their newly employed professionals ...• We must 
ask ourselves what we can do to make the accounting grad-
uate better (1) at entry and (2) for future growth (p. 41). 
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11 As time passes, I become increasingly concerned about the widen-
i ng schism between accounting professors and accounting practitioners, 11 
wrote Bastable (3, p. 63). Mautz's (6, pp. 353-355) views published 
three years earlier pointed out the increasing differences between 
the 11 practitioner's world .. and the 11 professor's world. 11 Skousen (10, 
p. 56) commented recently, 11 Students need a better understanding of 
the problems and challenges of the profession. In short, the gap be-
tween academia and practice needs to be bridged. 11 
Usry (12) wrote: 
A student may be able to judge teaching quality, but 
he is not equ1ipped to identify the relevance of subject 
matter. This must be the responsibility of both educator 
and practitioner .... If we are to stay on the right 
course, we must emphasize timely, relevant subject matter, 
eliminate the obsolete and trivial and provide students 
with tools that will be useful throughout their careers 
(p. 87). 
Some Responses to the Problem 
Calls for action from both practice and academe have not gone 
unheeded. Following analysis of its study, the Illinois Society of 
CPAs encouraged its members to increase the number of student intern-
ship employment opportunities, to make practitioners available for 
use as classroom instructors, to develop faculty-practitioner exchange 
programs and to present special seminars for educators (4, pp. 86-87). 
The 11 Report of the Committee on Auditing Education, .. American Ac-
counting Association (1), addressed the gap between practice and prep-
aration: 
[Charge to the Auditing Education Committee:] To survey ex-
isting auditing concepts, literature, and practice (includ-
ing the report of the 1970-71 AAA Committee on Auditing Con· 
cepts) with a view to determining the proper scope, content 
and implementation of auditing theory and methodology in 
the accounting curriculum at both the graduate and under-
graduate level (p. l). 
The recommended basic auditing course contains simpli-
fied assumptions concerning the cutoff between academic 
education and on-the-job training. Most literature con-
cerning auditing in the accounting curriculum recognizes 
that a substantial portion of auditing knowledge must be 
gained from on-the-job experience (p. 6}. 
The recommended course outline is meant to emphasize con-
cepts and leaves much to both 'formal' and 'on-the-job' 
training programs in the profession .... The Committee 
has found that effecting anything like a clear and sharp 
cutoff between 'education' and 'training' is, indeed, a 
difficult and hazardous undertaking. Nevertheless, such 
issues as efficiency, credibility of the educational pro-
cess, and the content of the CPA examination require that 
the troublesome question of cutoff be examined in some 
detail by practitioners and educators in concert. This 
is a topic suggested for further research and should be 
carried out in sufficient detail to provide guides to 
implementation (p. 7). 
Some schools made major changes in accounting curricula. For 
example, the "five-year professional accounting program at BYU [Brig-
ham Young University] is an attempt to meet the needs of formal edu-
cation for today's professional accountants" (9, pp. 80-81}. 
Purpose of the Study 
The study provided another response to the apparent gap between 
practitioners and academicians in the preparation of new professional 
employees for careers in public accounting. It demonstrated the use-
fulness of behavioral objectives as an additional communications link 
between the actual practice of public accounting and academic prepar-
ation for the profession. 
The study approached the subject in the following manner. Data 
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collected from practitioners through in-depth interviews and question-
naire responses provided a basis for developing a set of behavioral 
6 
objectives which described the role of a staff auditor, the position 
assigned to newly-employed graduates on a public accounting firm's 
audit staff. Oklahoma State University (OSU) faculty members then 
used the behavioral objectives to assess the content of their 
regularly-presented accounting courses. The study data offered op-
portunities for analysis in five areas. The first three areas con-
centrated on various aspects of the behavioral objectives such as 
indications of similarities and differences among participating em-
ployers, possible uses of the behavioral objectives and the relation-
ships among the behavioral objectives in terms of scope, importance 
and frequency of assignment. The remaining two analytical areas dealt 
with the study's example of the use of the behavioral objectives by 
OSU accounting faculty members as an additional tool for assessing 
courses. The study data permitted examination of the extent of be-
havioral objective coverage afforded by typical OSU BS and MS programs 
in accounting. Conclusions and recommendations followed from the 
analysis. 
The study offered at least three kinds of benefits. First, it 
furnished a workable model by which combinations of practitioners and 
academicians could bridge an apparent communications gap. Second, 
the behavioral objectives suggested criteria to provide specificity 
to Trump's (11, pp. 61-62) general description of the three attributes 
desired in a new public accountant (staff auditor): intellect, per-
sonality and accounting education. Third, the study provided an 
example which may encourage other researchers to make additional appli-
cations of behavioral objectives to accounting research. 
Limitations 
The study encountered the following limitations attributable to 
both the nature of the subject and the availability of resources: 
1. The methodology selected only one environment to describe 
and analyze from the many environments which existed. To use this 
study, other environments of practitioners and academicians will have 
to determine whether the results apply in tact to their situations 
or require modification. 
2. The study addressed only the on-the-job requirements faced 
by accounting graduates who enter public accounting and did not con-
sider the requirements faced by those who enter other areas such as 
governmental or private accounting. 
3. The behavioral objectives focused on the current performance 
expected of a staff auditor and did not consider explicitly the im-
portant subjects of promotability or potential. 
4. The behavioral objectives reflected the views of participat-
ing supervisors and managers at the time of the study. Participating 
employers may alter the role of a staff auditor in the future for 
various reasons, e.g., to respond to changing demands on the profes-
sion. Although the behavioral objectives developed in the study 
probably will continue to be useful, they will require periodic up-
dating to yield maximum benefits. 
5. The study attributed the quality of mutual independence to 
each behavioral objective. In actuality, some of the behavioral 
objectives overlapped and others conflicted. Overlap served a useful 
7 
purpose by insuring against gaps, while conflict identified potential 
problems needing resolution. 
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6. The fact that only one or two OSU faculty members had pre-
sented each accounting course a sufficient number of times to be able 
to provide a meaningful evaluation for the purposes of the study re-
duced the usefulness of the course assessments. This resulted from 
regular up-dating of course materials and normal shifting of teaching 
assignments. Faculty members also had to exercise judgment and make 
interpretations about the behavioral objectives, and they did so from 
the perspective of their individual training and experiences. 
7. The methodology analyzed the extent of behavioral objective 
coverage by accounting courses only. Nonaccounting courses also con-
tribute to accounting graduates• successful on-the-job performance. 
Organization 
Chapter II reviews the use of behavioral objectives by both man-
agement groups and educators, and raises the possibility of linking 
public accounting practitioners and accounting academicians through 
common behavioral objectives. Chapter III describes the study•s 
methodology in sufficient detail to permit replication or adaptation 
by others. Chapter IV shows the results of the study by presenting 
three kinds of data for each of the 63 behavioral objectives: (1) the 
behavioral objective itself (i.e., a task statement and the associated 
performance criteria), (2) the extent of behavioral objective coverage 
by the OSU accounting courses and (3) the reference material (to the 
extent collected) pertaining to each behavioral objective. Chapter V 
analyzes the results of the study and Chapter VI draws conclusions 
9 
and makes recommendations based on the analysis. Chapter VII provides 
an overall summary of the study. 
Summary 
As with many professions in the United States today, the problem 
of educational relevance seems to exist for public accounting. Both 
practitioners and academicians have suggested that a communications 
gap tends to separ~te them and both groups have urged its bridging. 
The study provided one possible bridge by demonstrating the usefulness 
of behavioral objectives as an additional communications link between 
the actual practice of public accounting and academic preparation for 
the profession. Using the technique of behavioral objectives, the 
methodology compared supervisors' and managers' expectations of a 
staff auditor's on-the-job performance with academicians• preparation 
of accounting students to assume that professional role. The study 
encountered limitations attributable to both the nature of the subject 
and the resources available. The chapters which follow present in-
formation about the general nature of behavioral objectives and the 
study's methodology, results, analysis, conclusions and recommendations. 
CHAPTER .II 
BEHAVIORAL OBJECTIVES 
Overview 
Behavioral objectives provided the basis for much of the study. 
Chapter II reviews the general nature of behavioral objectives, gives 
some background about them and indicates how they contributed to the 
study. The discussion documents both managements' and educators• sep-
arate uses of behavioral objectives. The chapter raises the possibil-
ity of using them to link public accounting practitioners (managements) 
and university accounting faculties (educators). The demonstration of 
behavioral objectives' 1 inking quality constituted a major thrust of 
the study. 
Nature of Behavioral Objectives 
Behavioral objectives can be thought of as having roots in two 
bodies of knowledge: behavioral science and the management by objec-
tives portion of management theory. The term itself, "behavioral 
objectives, .. indicates its dual nature. This dual nature makes behav-
ioral objectives uniquely suited to providing a communications link 
between accounting practice and academic preparation, because the 
same behavioral objective can serve as a measure of both on-the-job 
performance and successful classroom learning. Thus, the possibility 
of linkage exists. 
10 
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Behavioral objectives deal with what is to be done (a task), and 
the indicators by which satisfactory results may be judged (the associ-
ated performance criteria). An example of a behavioral objective fol-
lows: 
Task Associated Performance Criteria 
l Audit a client's bank reconcili- la 
ation at the end of an account-
Obtain cutoff statement di-
rectly from bank. 
ing period. b Identify and resolve differences 
between client's reconciliation 
and cutoff statement from bank. 
c Show audit procedures followed 
on workpapers. 
d Prepare adjusting journal entry 
if appropriate. 
e Clear any review notes with 
supervisor. 
A behavioral objective enables both the person performing the 
task and the person evaluating the results to know when the task is 
being accomplished acceptably. The performer benefits from the self-
evaluation aspects of instant feedback which reinforces desirable be-
havior and provides a basis for correcting less than desirable results. 
The evaluator benefits from receiving confirmation of accurate task 
and result specification. A behavioral objective thus offers a val-
uable communications link between the performer and the evaluator. 
Use of Behavioral Objectives by Managements 
Odiorne (7) made the case for the use of (behavioral) objectives 
to measure on-the-job performance in a profit-oriented organization 
(such as a public accounting firm): 
Most good work in management aims at accomplishing some 
specific end--achieving a particular goal, solving a par-
ticular problem, or reaching some fixed terminal point. 
The definition of these objectives for the whole organi-
zation, for all its subordinate organizations, and for 
the individuals in them is the logical starting place for 
management improvement because: 
You can't assess results without some prior expec-
tations against which to measure them. 
People can't perform with maximum effectiveness if 
they don't know what goals the organization is 
seeking (and why), or how well they are doing in 
relation to those goals (p. 60). 
12 
Odiorne's approach assumed the supervisor's authority to specify 
(within limits) both the tasks and the associated performance criteria 
for subordinates. Odiorne (8) also suggested specific application of 
management by objectives to the public accounting profession: 
A major need of sma 11 professi ona 1 firms or offices, in 
times of stress and change especially, is that all persons 
in the organization (1) be crystal clear on what is expected 
of them, what resources and help are available from above 
and (2) be given the freedom to take action assured that 
they are not out of touch with their bosses, that they know 
how well they are doing their work while they are doing it 
and that the rewards be for accomplishment and not some-
thing else (p. 36). 
Use of Behavioral Objectives by Educators 
Mager (5) made the case for the use of (behavioral) objectives to 
measure successful classroom learning in an academic program (such as 
an accounting curriculum): 
1. A statement of instructional objectives is a collection of 
words or symbols describing one of your educational in-
tents. 
2. An objective will communicate your intent to the degree you 
have described what the learner will be doing when dem-
onstrating his achievement and how you will know when he 
is doing it. 
3. To describe terminal behavior (what the learner will be 
doing): 
a. Identify and name the over-all behavior act. 
b. Define the important conditions under which the be-
havior is to occur (givens or restrictions, or both). 
c. Define the criterion of acceptable performance (p. 53). 
Mager's approach assumed the instructor's authority to specify 
(within limits) both the material to be studied and the associated 
performance criteria (usually examinations) for students. Williams 
and Guy (14) suggested application of behavioral objectives to ac-
counting education: 
Accounting education, like other disciplines, has wit-
nessed in recent years increased attention to curriculum 
integration and ac.countabil ity. Accounting educators are 
increasingly being called upon to relate their courses to 
a 'total program' and to assess in new ways the effective-
ness of their efforts. One vehicle widely applied in 
other disciplines for assessing the effectiveness of in-
struction has been the development of behavioral objec-
tives ••.• Stating objectives which focus on the subject 
matter, the teaching process, or on the learning process 
prevents determining whether or not the intended learning 
outcomes have been achieved by the student. Until objec-
tives are expressed as observable, overt behavior on the 
part of the student, one can never know whether or not the 
desired level of learning has been achieved. Moreover, 
the objectives of the learning situation are sometimes so 
vague that the student fails to learn primarily because he 
does not know what to learn (p. 221). 
Learning activities in a formal educational setting 
should be designed to form an integrative educati ona 1 ex-
perience. Each accounting instructor should seek to re-
late the specific courses he teaches to the total accounting 
program which in turn should be interfaced with the total 
program in business (p. 222). 
There are many advantages to formulating and stating 
explicit behavioral objectives that are based on observable 
performance •..• Behavioral objectives are currently re-
ceiving much attention in other disciplines and appear to 
have significant potential for accounting education (p. 230). 
Use of Behavioral Objectives to Link 
Managements and Educators 
The example of a behavioral objective shown on page 11 meets 
both Odiorne's criteria for measuring on-the-job performance and 
Mager's criteria for measuring successful classroom learning. 
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Accordingly, that particular behavioral objective could serve either 
a supervisor in public accounting to measure on-the-job performance of 
a staff auditor, or an instructor in accounting to measure classroom 
performance of a student. The example shows only one of many behav-
ioral objectives which have potential usefulness in linking accounting 
practice and academic ~reparation. 
In actual practice the variety of sets of behavioral objectives 
may approach the number of supervisor-subordinate combinations be-
cause of the differing circumstances in which each pair operates. In 
academe the variety of sets of behavioral objectives may approach the 
number of instructor-class combinations because of differing instruc-
tors' perceptions and students' abilities. A single set of behavioral 
objectives to which both practitioners and academicians agree seems 
not only impossible, but also--given the variations involved--not even 
desirable. However, the potential multiplicity of behavioral objec-
tives does not negate their linking value. 
A university's department of accounting could benefit from having 
a composite list of behavioral objectives which potential supervisors 
of its graduates would use to evaluate the graduates• on-the-job per-
formance. As a minimum, the data would provide a basis for specific 
practitioner-academician discussions. More likely, the information 
would furnish additional input to faculty members for making decisions 
about individual course content and the overall curriculum. Some of 
the on-the-job behavioral objectives probably would relate to specific 
courses directly, while others would relate to specific courses only 
indirectly, or perhaps not at all. Certain behavioral objectives may 
raise questions in the minds of faculty reviewers. For example, one 
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behavioral objective might cause an instructor to comment, "Our stu-
dents certainly don't get anything about this in our courses. I 
wonder where they're going to learn it?" The reviewers may decide to 
pursue the matter or may let it pass. In either event, on-the-job 
behavioral objectives would have provided a communications link be-
tween public accounting practitioners and academicians. 
Summary 
Behavioral objectives can be thought of as having roots in two 
bodies of knowledge: behavioral science and the management by objec-
tives portion of management theory. Behavioral objectives deal with 
what is to be done (a task), and the indicators by which satisfactory 
results may be judged (the associated performance criteria). Odiorne 
(7) made the case for the use of (behavioral) objectives to measure 
on-the-job performance in a profit-oriented organization (such as a 
public accounting firm). Mager (5) made the case for the use of 
(behavioral) objectives to measure successful classroom learning in an 
academic program (such as a university accounting curriculum). The 
example of a behavioral objective (page 11) meets both Odiorne's and 
Mager's criteria and could serve either a supervisor in public account-
ing or an instructor in accounting. Thus, the possibility exists of 
linking practitioners and academicians through common behavioral objec-
tives. Behavioral objectives vary considerably with both supervisor-
subordinate combinations and instructor-student combinations. Even 
though practitioners and academicians may not completely agree on one 
uniform set of behavioral objectives, a university accounting de-
partment could benefit from having a composite list of behavioral 
objectives which potential supervisors of its graduates would use 
to evaluate the graduates' on-the-job performance. 
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CHAPTER III 
RESEARCH QUESTIONS, DEFINITIONS AND METHODOLOGY 
Overview 
The first part of Chapter III specifies the two research ques-
tions addressed in the study, explains briefly how the investigation 
proceeded to answer the questions and defines the terms and expres-
sions which had special meaning. Most of Chapter III deals with the 
study's methodology, including a discussion of environment selection. 
Figure 1 shows the eight major phases of the study and the remainder 
of the chapter presents details about the methodology used in each 
phase. The first four phases related to the development of behavioral 
objectives to describe the role of a staff auditor from data provided 
by participating employers. The second four phases dealt with the 
Oklahoma State University (OSU) accounting faculty members' assess-
ments of courses relative to the behavioral objectives, and the use 
of the assessments to evaluate OSU's accounting curriculum. 
Research Questions 
The study investigated the usefulness of behavioral objectives 
as a communications link between public accounting practitioners and 
academicians by addressing two research questions. 
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The first research question was: 
What behavioral objectives describe the occupational role 
to be assumed by graduates of major academic accounting 
programs during their initial employment as staff auditors 
in a public accounting firm? 
18 
The study developed behavioral objectives to describe the on-the-
job requirements faced by graduates of the OSU accounting curriculum 
who accepted employment as staff auditors in Oklahoma offices of major 
on-campus recruiters. A series of in-depth interviews with selected 
potential supervisors and managers of the graduates provided informa-
tion from which to develop behavioral objectives. The remaining 
potential supervisors reviewed a composite list of the behavioral objec-
tives and made necessary additions so that elements of the revised 
composite list described on-the-job requirements faced by staff audi-
tors in the various supervisors• particular work groups. 
The second research question was: 
How well does the current Oklahoma State University account-
ing curriculum prepare its graduates to assume that role? 
Faculty members in the Accounting Department at OSU received a 
copy of the revised composite list of behavioral objectives developed 
in cooperation with potential on-the-job supervisors and managers of 
(some of) their graduates. The faculty members assessed accounting 
courses with which they were well-acquainted and therefore qualified 
to evaluate for the purposes of the study. They indicated on ques-
tionnaires the extent to which courses related to the behavioral ob-
jectives from public accounting practice. At least one faculty member 
assessed each regularly-presented accounting course. The sum of the 
assessments of the accounting courses comprising typical OSU BS and 
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MS accounting degree programs showed the extent of behavioral objective 
coverage in the two typical degree programs. This analysis offered an 
opportunity to examine the amount of preparation provided to BS and MS 
accounting graduates in terms of their prospective roles as staff 
auditors. 
The study data and subsequent analysis furnished a basis for 
drawing conclusions and making recommendations. The development of 
answers to the two research questions--using the technique of behav-
ioral objectives--demonstrated the potential usefulness of behavioral 
objectives as a communications link between public accounting prac-
titioners and academicians. 
Definitions 
The definitions of terms and expressions which had special mean-
ing in the study follow in alphabetical order: 
Able to aerform (when used to relate academic course objec-
tives an course content to behavioral objectives from ac-
counting practice): faculty member believes that students 
who successfully complete the specific academic course 
under consideration, and as a result of that specific aca-
demic course, should be able to accomplish the task accord-
ing to the associated performance criteria specified in 
the related behavioral objective without additional formal 
instruction, but not without review of course materials, 
nor without implementing instructions from the supervisor 
concerning approval procedures, format, style and other 
office ground rules. 
Background only: same as 11 Able to perform 11 except that the 
student receives information which is only somewhat related 
to the behavioral objective and, therefore, probably could 
not accomplish the task according to the associated perfor-
mance criteria without significant on-the-job training, 
self-study or additional formal, academic-type instruction. 
Behavioral objective: an indication of an on-the-job per-
formance requirement which contains a task statement (what 
is to be done) and the associated performance criteria (in-
dicators of acceptable performance). A group of behavioral 
objectives may comprise a position (job) description. 
Behavioral objective number: the numerical designation, 
arbitrarily assigned and without significance, which identi-
fies a specific behavioral objective. 
BS program: a typical Oklahoma State University academic 
program which leads to a Bachelor of Science degree with a 
major in accounting and includes the 10 accounting courses 
listed in Table V, page 40. 
Coordinating partner: an Oklahoma partner of a participat-
ing employer who participates in the study by serving as 
the focal point for contacts with that participating employer.,,, 
Faculty member (when used in specific c9nnection with the 
study): a member of the Department of Accounting faculty 
at Oklahoma State University who participates in the study. 
Manager: a professional employee in an Oklahoma office of 
a participating employer who is senior to category A and cat-
egory B supervisors but who is junior to partners, and who 
participates in Phases II and III of the study. Participa-
tion requires an estimated six hours. 
MS program: a typi ca 1 Oklahoma State University academic 
program which leads to a Master of Science degree with a 
major in accounting and includes the 10 BS program account-
ing courses plus five additional graduate-level accounting 
courses, all listed in Table V, page 40. 
Participating employer: a public accounting firm which has 
recruited on the Oklahoma State University campus during 
each of the most recent three academic years, which has 
employed at least three accounting majors from Oklahoma 
State University during those three years for assignmentto 
Oklahoma offices and which participates in the study. 
Reference material: supplementary information about a be-
havioral objective which is not part of a task statement 
or the associated performance criteria. 
Regularly-presented courses (when used in connection with 
accounting courses at Oklahoma State University): under-
graduate-level and graduate-level accounting courses avail-
able to accounting majors and presented at least once per 
year, excluding 5000-level research report, small seminar 
and thesis courses and excluding all 6000-level doctoral 
courses. 
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Staff auditor: a professional employee in an Oklahoma 
office of a participating employer who performs work 
broadly described as auditing and who does not have sig-
nificant supervisory authority. 
Students• needs: knowledge and skills required to per-
form behavioral objectives. 
Supervisor, category A: a professional employee in an 
Oklahoma office of a participating employer who may super-
vise directly the professional work of a staff auditor, 
and who is selected to participate in Phases II and III 
of the study. Participation requires an estimated 12 
hours. 
Supervisor, category B: same as 11 Supervisor, category A11 
except participates only in Phase III of the study. Par-
ticipation requires an estimated two hours. 
Methodology 
Environment 
The research questions sought to determine if behavioral objec-
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tives could provide a useful communications link between practitioners 
of public accounting and academicians who prepare students for that 
profession. The study investigated those questions in a real-world 
environment that included both public accounting practitioners who 
employed recent college graduates as staff auditors and accounting 
faculty members who instructed those individuals during their academic 
preparation. Many such environments existed and the study considered 
several alternatives in which to conduct the investigation. An ap-
propriate environment needed to possess sufficient size and variety 
to yield meaningful results, and yet have logical, natural limits to 
permit a manageable study. Such an environment characterized the 
situation at Oklahoma State University. 
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OSU regularly hosted, on campus, recruiters from public account-
ing firms who wanted to interview prospective accounting graduates for 
professional employment on auditing staffs. Most of the recruiters 
employed graduates for Oklahoma offices, but firms• professional per-
sonnel requirements, coupled with the geographic preferences of gradu-
ates, resulted in some non-Oklahoma placements. Firms assigned a 
newly-employed graduate to a position as staff auditor reporting to 
a group supervisor~ During the first year or two, the new staff 
auditor worked in several different groups and for several different 
supervisors. While preparing academically for such a professional 
position, the OSU accounting student received instruction from many 
of the 13 full-time members of the University's accounting faculty. 
These faculty members reflected influences from different universities 
and previous personal employment experiences. The professors not only 
maintained personal contacts with public accounting practitioners, 
but also had achieved national recognition in both professional and 
academic domains. 
The OSU environment possessed sufficient size and variety to 
yield meaningful results in the study. At the same time, by following 
the natural limits of (a) firms which recruited regularly on campus 
and employed a number of graduates for Oklahoma offices and (b) mem-
bers of the University's accounting faculty who had instructed those 
graduates, an environment of practitioners and academicians emerged 
which permitted a manageable study~ The study consisted of eight dis-
tinct phases (designated I through VIII), diagrammed in Figure 1 and 
described in the remainder of this chapter. 
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( Research Question #1 was: t~hat be-
' havioral obJectives describe the oc-
cupational role to be assumed by 
graduates of major academic account-
ing programs during their initial 
employment as staff auditors in a 
public accounting firm? 
An Oklahoma 
office of 1 
of the 9 CPA . 
firms Vfhi ch II 
are maJor on-
campus re- 1------, 
crui ters--and ) I. Obtained commitments from prac-~ titioners to participate. initially 
report to 1 
of 1 00* l supervisors. 
Oklahoma 
State 
University 
accounting 
students, 1 
some of whom, 
upon gradua-
tion, accept 
professional 
. employment j with 
II. 
i 
ti II. 
IV. 
Developed behavioral objectives 
with input from supervisors and 
managers. 
Confirmed behavioral objectives 
with supervisors and managers. 
Assembled and organized data. 
-----~--~ 
PROBLEM: RESEARCH: 
Practitioner- Can behavioral 
academician objectives be 
communications a communications 
gap link? 
. r( -- - "--- --- - _I 
j r Research Question #2 was: How well I does the current Oklahoma State 
i i University accounting curri cul urn 
The 13 i I prepare its graduates to assume 
Oklahoma _j' i that role? 
State Uni- · i 
vers i ty fu 11- . ) 
time account- I L 1 V. Obtained commitments from faculty 
ing faculty j '\. 1 members to participate. 
members pro- I 
vide academic VI. Determined extent to which courses 
prepar ..ation 
1 
i related to behavioral objectives. 
for • • • j VII. Assembled and organized data. 
-------- ~III. Prepared fina 1 report. 
*Estimated by partners-in-charge of offices of participating 
employers. 
Figure 1. Diagram of the Study 
Phase I. Obtained Commitments From 
Practitioners to Participate 
Identified Potential Participating Employers 
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Five of the "big eight" national public accounting firms had re-
cruited on campus at OSU during each of the most recent three academic 
years. Each of the five firms had employed at least three of the 
University's accounting graduates per year during these years for as-
signment to an Oklahoma office. Accordingly, the definitional criteria 
of 11 participating employer" applied to these five firms. Each of the 
. firms operated two offices ·in Oklahoma and, in total, employed approxi-
mately 90 supervisors to whom newly-hired OSU accounting graduates 
might report. The methodology arbitrarily designated four out of the 
10 Oklahoma offices of the five firms as potential participating em-
ployers for both Phase II (interviews) and Phase III (questionnaires). 
The study design included the remaining six offices of the five firms 
in Phase III only. 
The three remaining "big eight" national public accounting firms 
would have met the "participating employer" criteria, except that 
less than three of OSU's accounting graduates per year employed by 
each of these firms accepted initial assignment to an Oklahoma office. 
This situation resulted from these firms' having only one office each 
in Oklahoma, that office's. being relatively small and each firm's 
having attractive assignments in surrounding states. However, the 
study viewed these three firms as participating employers because 
they each recruited actively on campus and offered employment opportun-
ities to an important number of the University's accounting graduates. 
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The methodology also included one local public accounting firm that 
recently had become an active on-campus recruiter, had employed OSU 
accounting graduates and had plans for continued growth. The three 
11 big eight .. national firms and the one local firm employed a total of 
approximately 10 supervisors to whom newly-hired OSU accounting grad-
uates might report. The study design included the offices of these 
four firms as potential participating employers in Phase III only. 
The inclusion of these four additional firms did not adversely affect 
the data and did provide additional input. 
As a result, nine firms comprised the list of potential partici-
pating employers. Each of the 11 big eight 11 national public accounting 
firms and one major local firm made up the group. Most of the data 
concerning graduates• employment decisions came from accounting de-
partment faculty members. 
Obtained Commitments as Participating Employers 
An accounting department faculty member wrote to the 14 partners-
in-charge of offices of potential participating employers and briefly 
described the study. A subsequent contact with each office by the 
researcher followed up the letter. 
Meetings took place with the partners-in-charge of the four of-
fices which the methodology had selected to participate in both Phase 
II and Phase III. Each discussion included an explanation of the 
study and an estimate of the time required from the office's profes-
sional personnel if the partner-in-charge agreed to participate. Most 
of the partners-in-charge requested study data coding to prevent a 
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specific item's association with a particular office or firm. This 
precaution avoided possible data distortion from participants' efforts 
to maintain a non-controversial image. Each partner-in-charge com-
mitted his office to participate, as shown in Table I. During the 
meetings, the practitioners volunteered considerable information about 
their expectations of staff auditors. Notes made in these discussions 
added to study data. 
TABLE I 
LIST OF PARTICIPATING EMPLOYERS AND THEIR 
OFFICES SELECTED TO PARTICIPATE IN 
PHASE II AND PHASE III OFTHE 
STUDY 
Offices Selected Offices Selected 
to Participate in to Participate in 
Participating . Phase II Phase I II 
Employers (Interviews) (Questionnaires) 
Arthur Andersen & Co. Tulsa Oklahoma City, Tulsa 
Arthur Young & Co. Tulsa Oklahoma City, Tulsa 
Coopers & Lybrand Oklahoma City, Tulsa 
Deloitte Haskins & 
Sells Tulsa Oklahoma City, Tulsa 
Ernst & Ernst Oklahoma City 
Moak, Hunsaker & Rouse Oklahoma City 
Peat, Marwick, t~itchell 
& Co. Tulsa Oklahoma City, Tulsa 
Price Waterhouse & Co. Oklahoma City 
Touche-Ross & Co. Tulsa 
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Meetings also took place with the partners-in-charge of the 10 
offices which the methodology had selected to participate in Phase III 
only. Each discussion included an explanation of the study, a commit-
ment to maintain the confidentiality of the specific source of all 
study data and an estimate of the time required from the office's pro-
fessional personnel if the partner-in-charge agreed to participate. 
Each partner-in-charge committed his office to participate, as shown 
in Table I. Several of the practitioners volunteered information 
about their expectations of staff auditors and as before, notes made 
in the discussions added to study data. 
Phase II. Developed Behavioral Objectives 
With Input From Supervisors and Managers 
Identified Supervisors and Managers to Participate 
in Phase II 
The study design planned in-depth interviews with practitioners 
· to provide input from which to develop behavioral objectives to de-
scribe the role of a staff auditor. The interviews occurred in two 
rounds. Each round of interviews involved eight practitioners. Round 
One interviews dealt with eight category A supervisors, two from each 
of the four offices which participated in Phase II. Round Two inter-
views dealt with eight managers, two from each of the four offices 
which participated in Phase II. Table II shows the plan for Phase II 
(and Phase III) participants to contribute to the study. 
Partners-in-charge of offices which participated in Phase II (or 
their designees, coordinating partners) selected the individual 
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category A supervisors and managers to participate, all of whom re-
ceived information about the study before the first interview. The 
timing of the study minimized workload and vacation conflicts, although 
participants took time away from regular work assignments to contri-
bute to the study. 
Study 
Phase 
II 
III 
TABLE II 
PLAN FOR PRACTITIONERS TO CONTRIBUTE TO 
THE STUDY BY TYPE OF CONTRIBUTION, 
NUMBER OF OFFICES REPRESENTED 
Type of 
Contribution 
In-depth inter-
view 
Questionnaire 
completion 
*Same as Phase II. 
AND CLASSIFICATION OF 
PRACTITIONERS 
Number of 
Offices 
Repre- Classification of 
sen ted Practitioners 
4 Category A supervisors 
4 Managers 
4* Category A supervisors* 
14 Category B supervisors 
4* Managers* 
Planned total participants 
**Excluded to avoid double-counting. 
Planned 
Number of 
Partici-
pants 
8 
8 
16 
8** 
93 
8** 
93 
109 
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Conducted Round One of Interviews 
Pattern. Round One of interviews consisted of three separate, 
private meetings (interviews) with each one of the eight participat-
ing category A supervisors, a total of 24 meetings. Each category A 
supervisor allowed two hours for each of the three interviews. The 
meetings took place in the participating employer's office and oc-
curred at one-week intervals for three consecutive weeks. Following 
every interview, each category A supervisor received typewritten notes 
documenting the discussion for review prior to the subsequent visit. 
First Meeting. Each category A supervisor arrived at the first 
meeting with some information about the purpose of the interview and 
the nature of the study. The initial part of the discussion described 
the plan for obtaining the participant's input, assured the individual 
of the confidentiality of the source of all study data, outlined the 
phases of the study and answered questions. The methodology specified 
a nondirectional approach for the interviews. Each participant chose 
a different area of work in which to begin describing expectations of 
a staff auditor. One started by discussing a detailed technical 
auditing task; another, by talking about the desired relationship be-
tween a staff auditor and a client's clerical personnel, and so on. 
The nondirectional approach to these interviews seemed to elicit a 
maximum amount of data. 
The documentation of the data contributed by each participant 
during the first meeting followed a modified behavioral objective 
format (so as not to appear too structured). Each participant re-
ceived a copy of the material prepared from the first meeting on 
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the second day following the interview. Participants did not receive 
material from other participants• interviews. Previously, the cate-
gory A supervisors had agreed to review the material, make additions 
and corrections and take the data to the second meeting. 
Second Meeting. Only one or two category A supervisors arrived 
at the second meeting having done any significant written work on the 
material provided from the first meeting. However, the content of 
the second interviews did show that each of the participants had given 
serious thought to expectations concerning staff auditors. The second 
interviews produced substantial content, some expanding topics begun 
during the first interviews and the remainder introducing new topics. 
Most of the participants seemed to run out of material to contribute 
toward the end of the second treeting. 
The study design specified the same procedure after the second 
meeting as after the first; i.e., providing written feedback to each 
participant. 
Third Meeting. Relatively litt'le new material surfaced as a 
result of the third meetings. By this point in the interviews, con-
siderable overlap had occurred among the data provided by the different 
participants, and data collection appeared to have reached the point 
of diminishing returns. In the case of one of the eight category A 
supervisors, however, the third meeting proved the most productive. 
The individual brought a full- page of written notes to the interview 
to supplement a topic discussed during the second meeting. During 
each of the third meetings, questions to each participant ensured 
that the prepared notes up to that point represented as accurately 
as possible that particular category A supervisor's expectations of 
a staff auditor. 
At the conclusion of the third interview, nearly all of the 
participants expressed a desire to see the material that the other 
seven individuals had contributed. This occurred when the eight 
category A supervisors participated in Phase III of the study. 
Prepared Preliminary Composite List of 
Behavioral Objectives 
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At this point, the study data existed in the form of eight sep-
arate sets of notes from interviews with the eight category A super-
visors, and substantially retained the language and expressions of 
the contributors. The study design now required the development of 
behavioral objectives and their organization into a logical sequence 
without losing any data. The interview and written feedback process 
already had eliminated data judged irrelevant. 
Sorting and rearrangement placed the data into behavioral objec-
tive format; i.e., a task statement and the associated performance 
criteria. Sixty-three behavioral objectives emerged from the data 
gathered thus far in the study. The behavioral objectives grouped 
logically into three categories: (l) 35 behavioral objectives deal-
ing with technical auditing tasks, (2) 18 behavioral objectives deal-
1ng with interpersonal tasks and (3) 10 behavioral objectives dealing 
with professional development tasks. From the first category, 12 
related to preparation for audit test work, 16 related to audit test 
work and the remaining seven related to documentation of audit test 
work. Of the 18 in the second category, six related to actions in-
volving client personnel, five related to actions involving firm per-
sonnel and the remaining seven related to actions not restricted to 
either client or firm personnel. The final 10 behavioral objectives 
did not divide into sub-groups. The number of behavioral objectives 
in each category and classification (within categories) appears in 
Table III. 
TABLE III 
NUMBER OF BEHAVIORAL OBJECTIVES FROM PUBLIC 
ACCOUNTING PRACTICE IN EACH CATEGORY 
AND CLASSIFICATION 
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Category Classification 
Number of 
Behavioral 
Objectives 
Technical Tasks 
Interpersonal Tasks 
Professional Devel-
opment Tasks 
Preparation for Audit Test Work 
Audit Test Work 
Documentation of Audit Test Work 
Client Personnel 
Firm Personnel 
General 
(No classifications) 
12 
16 
7 
6 
5 
7 
35 
18 
10 
Total 63 
Some information from the interviews did not quality for direct 
inclusion in the behavioral objectives; i.e., did not qualify as 
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either task statements or associated performance criteria. Rather, the 
information supplemented the behavioral objectives by providing explan-
ations, examples or other commentary. Believing that users of the 
study would value the supplementary material, the methodology retained 
and presented it as 11 reference material" in connection with each behav-
ioral objective. The processing of the study data eliminated obvious 
duplication among the behavioral objectives, but intentionally did not 
eliminate or combine behavioral objectives with subtle degrees of over-
lap. At this point, the composite list of behavioral objectives re-
ceived the designation "preliminary" indicating probable additions 
and modifications by the managers during Round Two'of the interviews 
with practitioners. The preliminary composite list consisted of 63 
different behavioral objectives describing the role of staff auditor. 
Conducted Round Two of Interviews 
Pattern. Before the interviews, each participating manager 
received a copy of the preliminary composite list of behavioral objec-
tives developed from Round One interviews with the category A super-
visors. Round Two of interviews consisted of a separate, private 
meeting (interview) with each of the eight participating managers, a 
total of eight meetings. Each manager allowed two hours for the 
meeting. 
office. 
The meetings took place in the participating employer•s 
The study design planned additional meetings with the man-
ager if necessary. 
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Meeting. Each of the Round Two (manager) participants had re-
viewed the preliminary composite list of behavioral objectives and 
accompanying reference material before the meeting. Most of the 
managers had prepared extensive written notes for use during the 
interview and consequently, the managers covered a considerable 
amount of material. No new behavioral objective tasks developed dur-
ing the interviews with the managers, although the participants did 
add to the performance criteria of already-specified tasks and did 
add to the accompanying reference material. At the end of each meet-
ing, the parties concluded that they did not require a second meeting. 
Prepared Composite List of Behavioral Objectives 
At this point the study data existed in the form of one prelim-
inary composite list of behavioral objectives and accompanying refer-
ence material from Round One, plus additions and modifications to that 
list from each of the eight Round Two interviewees. Processing now 
combined all of the data into a single composite list of behavioral 
objectives and accompanying reference material, eliminating obvious 
duplication and dropping the "preliminary" designation. The composite 
list continued to consist of 63 behavioral objectives describing the 
role of a staff auditor. 
Phase III. Confirmed Behavioral Objectives 
With Supervisors and Managers 
Identified Supervisors and Managers to 
Participate in Phase III 
The eight category A supervisors and the eight managers who had 
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participated in the interviews of Phase II also participated in Phase 
III (Table II). These individuals already had become quite familiar 
with the study and from that vantage point provided a unique resource 
for further meaningful input. Although the study valued additional 
information from these participants during Phase III, new data from 
them received the same treatment as data from category 8 supervisors. 
The study design required that the composite list include suffi-
cient behavioral objectives to describe adequately the position of 
staff auditor in any category A or category B supervisor's work group. 
During the Phase I discussions with the partners-in-charge of the 14 
offices of the participating employers, each one had agreed to distri-
bute the composite list of behavioral objectives to all category B 
supervisors in the office. The plan contemplated that a questionnaire 
·would accompany the distribution to collect category B supervisors' 
comments and suggestions about the behavioral objectives. All of the 
partners-in-charge had agreed to request a response from each category 
B supervisor, although one had indicated reluctance to follow up on 
questionnaires not returned. Further discussions with the partners-
in-charge (or designated coordinating partners) resulted in three de-
cisions: (a) to include former category B supervisors who had received 
recent (within 60 days) promotions out of that classification but who 
could provide valuable input, (b) to exclude present category B super-
visors who had received recent (within 60 days) promotions into that 
classification but who probably could not provide much input from the 
standpoint of a supervisor and (c) to exclude category B supervisors 
whose vacation coincided with the Phase III data collection period 
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(on average, less than one supervisor per office). Partners-in-charge 
and coordinating partners identified a total of 93 category B super-
visors in the 14 offices to receive composite lists and questionnaires 
(Table II). 
Distributed Composite List to Super-
visors .and Managers 
Each Phase III participant received the composite list of behav-
ioral objectives and accompanying reference material with a one-page 
cover letter (questionnaire). The letter explained the purpose of the 
study, the sources of the material sent to the participant and de-
scribed the Phase III participant's role in this manner: 
. You are asked to review the composite list, answer the 
following question and take action indicated in the 
paragraphs following the question. 
Could I pick a combination of tasks from the com-
posite list (and all or certain of the associated 
performance criteria for each of those tasks) which 
would adequately describe the position of staff 
auditor (as defined in the research study) in my 
present work group? 
If "yes," please check the box below, "I made no changes 
or additions ... 
If "no," please add sufficient behavioral objectives, 
following the same format, until you can answer "yes. 11 
Also, please check the box below, 11 1 did make some 
changes or additions. They are indicated on the pages 
I received (or on sheets attached). 11 
If you have questions, wish to discuss an item with the 
researcher or wish to arrange a personal visit, please 
telephone (number). 
Collected Data 
Phase III participants responded well to the questionnaire as 
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indicated by 100% return in over half the offices, shown in Table IV. 
The one office which did not follow up on the return of questionnaires 
achieved only a 45% response. 
TABLE IV 
NUMBER OF QUESTIONNAIRES DISTRIBUTED TO AND 
RETURNED BY PHASE III PARTICIPANTS 
ACCORDING TO OFFICE AND PARTICI-
PANT CLASSIFICATION 
Number of Per- Class ifi- Number of Per-Questionnaires cent cation of Questionnaires cent 
Distrib- Re- Re- Practi- Distrib- Re- Re-
Office uted · turned turned tioner uted turned. turned 
1 9 9 100 Category A 
2 8 8 100 supervisor 8 8 100 
3 6 6 100 Category B 
4 4 4 100 supervisor 93 73 78 i 
5 4 4 100 I Manager 8 8 100 6 3 3 100 l l 
' 7 3 3 100 I l 
8 3 3 100 l ( 
' I 
9 16 14 88 I 10 8 7 88 
' i f 
11 17 14 82 1 I 
12 3 2 67 l 
13 3 2 67 
14 22 10 45 
Totals 109 89 81* 109 89 81* 
*Average. 
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Phase IV. Assembled and Organized Data 
The input from Phase III participants, minus obvious duplication 
of data, became part of the behavioral objectives or the accompanying 
reference material, as appropriate. The P ..hase III participants did 
not develop any new behavioral objective tasks, although the partici-
pants did add to the performance criteria of already-specified tasks 
and did add to the accompanying reference material. The composite 
list of behavioral objectives received the designation 11 revised 11 at 
this point to indicate input from Phase III. The revised composite 
list continued to consist of 63 behavioral objectives and accompanying 
reference material and appears in Chapter IV, Results of the Study. 
Phase IV of the study also included analysis of the data collected 
from the participating employers. The analysis divided into three 
analytical areas, A through C: 
A Similarities and differences among participating employ-
ers as indicated by the behavioral objectives . 
. B The relationships among the behavioral objectives in 
terms of scope, importance and frequency of assignment. 
C Possible uses of the behavioral objectives. 
These analytical areas concentrated on the behavioral objectives 
_and considered their various aspects. Chapter V, which presents analy-
sis of study data, considers each of these analytical areas in detail. 
Phase V. Obtained Commitments From 
Faculty Members to Participate 
Each faculty member of the Accounting Department at OSU had re-
ceived a written copy of the proposal underlying the study prior to 
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an oral presentation of the material. At that time and during the 
oral presentation, faculty members had become aware of the plan for 
them to participate in the assessment of accounting courses in rela-
tion to behavioral objectives from public accounting practice. When 
contacted near the time to implement Phase VI (faculty input), the 
instructors agreed to participate and made useful suggestions concern-
ing the best way to obtain faculty contributions. 
Phase VI. Determined Extent to Which Courses 
Related to Behavioral Objectives 
The study planned for the assessment of each regularly-presented 
accounting course in terms of the behavioral objectives from public 
accounting practice. Table V shows the 19 regularly-presented account-
ing courses assessed in the study. The faculty members who evaluated 
each accounting course comprised those individuals who were suffi-
ciently well-acquainted with the course as presented at OSU to provide 
a meaningful evaluation. One or two instructors assessed each course, 
as shown in Table V. 
Each participating faculty member received a cover letter, a 
questionnaire for recording the individual•s assessment of a course 
and a copy of the revised composite list of behavioral objectives 
from practice. A copy of the first page of the questionnaire appears 
in the Appendix. Reference material, being strictly supplementary, 
did not accompany the revis~d composite list to faculty members to 
reduce the amount of material the assessors needed to review. 
Assessment of a course consisted of a faculty member•s consider-
ing the course in relation to each of the 63 behavioral objectives 
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separately. The faculty member who performed the assessment determined 
whether the course under consideration gave a student (successful in 
that course) the "ability to perform .. the behavioral objective, 11 back-
ground only .. about the behavioral objective or did not relate to the 
behavioral objective. This report defined 11able to perform 11 and 11 back-
ground only .. on page 19. The assessing faculty member had to exercise 
judgment and make interpretations in arriving at an evaluation. 
Course 
Number 
2103 
2203 
3203 
3303 
3403 
4003 
4203 
4303 
4403 
4503 
4603 
TABLE V 
LIST OF REGULARLY-PRESENTED ACCOUNTING COURSES 
AT OSU SHOWING NUMBER OF FACULTY MEMBER 
ASSESSMENTS AND COMPOSITION OF TYPICAL 
BS AND MS PROGRAMS 
Number of 
Faculty Typical Typical 
Member OSU BS OSU MS 
Course Description Assessments Program Program 
Principles of Accounting I 1 X X 
Principles of Accounting II 1 X X 
Budgetary Control and Cost 
Analysis 1 X X 
Financial Accounting I 2 X X 
Financial Accounting II 2 X X 
Fundamentals of Federal Taxation 2 X X 
Cost Determination and Control, 
and Special Topics 1 X X 
Fiduciary and Institutional 
Accounting 1 X X 
Accounting for Consolidations 2 X X 
Auditing 2 X X 
Accounting Information Systems 1 
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TABLE V (Continued) 
Number of 
Faculty Typical Typical 
Course Member OSU BS OSU MS 
Number Course Description Assessments Program Program 
5003 Advanced Studies in Federal 
Taxation 1 X 
5013 Seminar in Tax Research and 
Planning 1 X 
5023 Selected Topics in Federal 
Taxation 1 
5203 Seminar in Contemporary Account-
ing Theory I 1 X 
5303 Seminar in Contemporary Account-
ing Theory II 1 X 
5403 Practicum in Professional Ac-
counting 1 
5503 Advanced Auditing 1 X 
5803 Seminar in Cost-Managerial Ac-
counting 1 
Phase VII. Assembled and Organized Data 
Each of the 13 faculty members who had agreed to participate 
in Phase VI completed and returned the questionnaire(s) pertaining 
to the course(s) assessed. The completed questionnaires on each of 
the 19 regularly-presented accounting courses provided data with 
which to determine each course's coverage of the behavioral objectives. 
The analysis of the faculty-provided data divided into two analytical 
areas, designated D and E: 
D Coverage of the behavioral objectives by a typical OSU 
BS program in accounting. 
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E Coverage of the behavioral objectives by a typical OSU 
MS program in accounting. 
These two analytical areas dealt with the study•s example of the 
use of the behavioral objectives by accounting faculty members as an 
additional tool for assessing courses. The detailed analysis appears 
in Chapter V. 
Phase VIII. Prepared Final Report 
The study design specified the preparation of a final report to 
include all relevant material. This chapter comprises part of that 
report. 
Summary 
This chapter presented the two research questions, the defini-
tions used in the study and the methodology employed. The first 
research question asked for a description of the role of a staff 
auditor in public accounting firms, using behavioral objectives. 
Firms use staff auditor positions as entry-level assignments for 
university graduates. The first four (of eight) phases of the study 
involved developing the behavioral objectives with interview and 
questionnaire input from practitioners, and analyzing the data. The 
second research question asked about the extent of preparation of 
OSU accounting graduates to fill positions as staff auditors. The 
fifth through the seventh phases of the study provided answers to 
that question. Accounting faculty members assessed the behavioral 
object·ive coverage of their· accounting courses. That information 
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permitted analysis of osu•s typical BS and MS accounting programs 
in terms of behavioral objective coverage. The eighth and last phase 
of the study dealt with preparation of the final report. 
CHAPTER IV 
RESULTS OF THE STUDY 
Overview 
This chapter presents study data only, with data analysis appear-
ing in Chapter V. Chapter IV discusses the input from practitioners 
which made possible the development of the behavioral objectives to 
describe the role of a staff auditor in a public accounting firm. The 
presentation then focuses on the Oklahoma State University (OSU) ac-
counting faculty's use of the behavioral objectives from practice to 
assess accounting courses. A table summarizes the relationships be-
tween the behavioral objectives and OSU accounting courses. The bal-
ance of the chapter presents detailed information about the behavioral 
objectives and their coverage by OSU accounting courses. All of the 
study data collected about a given behavioral objective appear to-
gether: (a) a task statement and the associated performance criteria; 
i.e., the behavioral objective, itself; (b) the extent to which indi-
vidual accounting courses covered the behavioral objective and (c) 
reference material (to the extent collected). 
Input From Practitioners 
A total of 89 public accounting practitioners formally contri-
buted to: the study during Phases II and III and made possible the 
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development of the 63 behavioral objectives to describe the role of a 
staff auditor. Sixteen of the practitioners participated in Phase II, 
in-depth interviews (Table II). The same 16 individuals plus an addi-
tional 73 practitioners participated in Phase III by receiving and re-
turning a questionnaire (Table IV). These 89 professionals represented 
14 Oklahoma offices of nine different public accounting firms (Table I). 
In addition to the 89 practitioners formally contributing, 14 partners-
in-charge of firm offices involved in the study, plus several other 
partners who served as coordinating partners, made meaningful contribu-
tions. 
The 89 practitioners included the eight category A supervisors, 
each of whom gave as much professional time as necessary to provide 
complete input during the in-depth interviews of Phase II. The inter-
views with these eight category A supervisors produced all 63 of the 
behavioral objectives. During the general review of the composite 
list of behavioral objectives (Phase III), five of these eight cate-
gory A supervisors returned questionnaires indicating no changes, as 
shown in Table VI. Of the three who proposed changes, the suggestions 
of two proved relevant. "Relevant" meant a change judged to be neces-
sary for properly specifying a behavioral objective such as a change 
in a task statement or an addition to the associated performance cri-
teria. "Relevant" did not include changes in vocabulary, reorganiza-
tion of data or additions to reference material, even though the 
presentation of study data adopted some of these suggestions. 
The 89 practitioners also included the eight managers, each of 
whom gave as much professional time as necessary to provide complete 
input during the in-depth interviews of Phase II. However, no new 
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behavioral objectives developed during interviews with the managers. 
During the general review of the composite list of behavioral objec-
tives (Phase III), seven of these eight managers returned question-
naires indicating no changes. The suggestions of the one who indicated 
changes did not prove relevant (Table VI). 
Classifica-
tion of 
Practitioner 
Category A 
supervisor 
Category B 
supervisor 
Manager 
Totals 
TABLE VI 
NUMBER OF QUESTIONNAIRES DISTRIBUTED TO AND RE-
TURNED BY PHASE III PARTICIPANTS ACCORDING 
TO PARTICIPANT CLASSIFICATION, AND THE 
NUMBER OF RETURNED QUESTIONNAIRES 
JUDGED 11 RELEVANT 11 * 
Returned 
Returned With 
Distrib- With No Relevant 
uted Returned Changes Changes 
8 8 5 2 
93 73 35 17 
8 8 7 0 
- -
109 89 47 19 
Returned 
Without 
Relevant 
Changes 
1 
21 
1 
23 
*Relevant: A change judged necessary to properly specify a be-
havioral objective. 
Finally, the 89 practitioners included 73 category B supervisors 
who participated only in the general review of the composite list of 
behavioral objectives (Phase III). During that review, 93 category B 
47 
supervisors received questionnaires, but only 73 returned them. The 
study counted only the 73 category B supervisors who returned the ques-
tionnaires among the 89 formal contributors. Thirty-five of the cate-
gory B supervisors who returned questionnaires did not propose any 
changes. Of the 38 who suggested changes, the recommendations of 17 
proved relevant (Table VI) and the presentation of study data included 
them. 
Input From OSU Accounting Faculty 
Once the behavioral objectives had been developed with data from 
the practitioners, OSU Accounting Department faculty members used the 
behavioral objectives to assess regularly-presented accounting courses. 
Each instructor evaluated designated courses. Six faculty members 
assessed one course each; four, two courses; two, three courses and 
one faculty member assessed four courses. The evaluating faculty mem-
bers gave each course one of three assessments in relation to each of 
the 63 behavioral objectives: (1) 11 able to perform, 11 (2) 11 background 
only 11 or (3) 11 not related... Table VII summarizes the relationships 
between the behavioral objectives and the 19 regularly-presented OSU 
accounting courses, as determined by the faculty. 
The Behavioral Objectives 
Detailed information about each of the 63 behavioral objectives 
follows. All of the study data collected about a given behavioral 
objective appear together. The statement of each behavioral objective 
follows a format which emphasizes its two major components: a task 
TABLE VII 
SUMMARY OF RELATIONSHIPS BETWEEN THE BEHAVIORAL 
OBJECTIVES AND OSU'S NINETEEN REGULARLY-
PRESENTED ACCOUNTING COURSES 
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Number of Courses* 
Behavioral Objective Number and Short Title 
I. Technical Tasks - Preparation for Audit 
Test Work 
1 Understand client's business 
2 Know impact of regulatory agencies 
3 Assist to organize and collect files 
and supplies 
4 Organize preliminary confirmation program 
5 Assist to organize material to be pro-
vided by client personnel 
6 Prepare for a specific audit assignment 
7 Assist to prepare audit program fo~ a 
major accounting area 
8 Obtain specific work assignment 
9 Update systems documentation and program 
for minor changes 
10 Prepare systems documentation and audit 
program in area of major change or for 
new client 
11 Assist to evaluate systems of internal 
control by major system 
12 Assist to prepare audit test plan 
II. Technical Tasks - Audit Test Work 
13 Organize work assignments 
14 Perform detailed account balance and 
transaction testing 
15 Recognize material items 
16 Prepare trial balance 
17 Prepare or obtain revenue and expendi-
ture schedules by client's major 
categories 
18 Gather relevant information from on-
going operating systems 
19 Reconstruct complex transactions 
20 Maintain attitude of skepticism 
21 Make calculations 
22 Handle computer data 
23 Handle statistics 
Able Back-
to ground 
Perform Only 
1-2 13-14 
1 9-13 
0 4-5 
1-2 0-1 
0 5-6 
1 2 
3 1 
1 1-4 
3 3 
2 4 
2-3 3-4 
1-2 1-2 
0-1 6-10 
2 2-4 
3 7-8 
6-10 2-4 
5 4-6 
2 4-5 
4-6 4-8 
6 7-10 
8-10 5-6 
l 5-6 
l 4-5 
TABLE VII (Continued) 
Behavioral Objective Number and Short Title 
II. Technical Tasks- Audit Test Work (Cont.) 
24 Apply GAAP 
25 Apply GAAS 
26 Produce high quality work 
27 Assume responsibility 
28 Develop systematic approach to problem 
solving 
III. Technical Tasks - Documentation of Audit 
Test Work 
29 Prepare workpapers 
30 Demonstr~te technical competence 
31 Demonstrate analytical ability 
32 Write effectively 
33 Prepare adjusting journal entry 
34 Prepare conclusions for major areas 
35 Complete assignment 
IV. Interpersonal Tasks - Client Personnel 
36 Work effectively with wide variety 
of clients 
37 Deal effectively with all levels of 
client personnel 
38 Maintain effective relationships with 
client managerial personnel 
39 Maintain effective relationships with 
client clerical personnel 
40 Handle client questions . 
41 Develop techniques to handle conflict 
V. Interpersonal Tasks - Firm Personnel 
42 Relate effectively to firm's management 
43 Relate effectively to your Senior 
44 Relate effectively to other firm staff 
personnel 
45 Assist Senior to supervise others 
46 Accept constructive criticism 
VI. Interpersona 1 Tasks - Genera 1 
47 Relate effectively to non-firm and non-
client individuals 
48 Deal effectively with changing inter-
personal situations 
49 
Number of Courses* 
Able Back-
to ground 
Perform Only 
2-5 
2 
5-8 
4-6 
9-12 
1-2 
7-8 
7-8 
5 
6-9 
1 
0-1 
2 
1 
1 
3-5 
1 
1 
1 
0 
1 
3-4 
0 
0 
5-9 
2 
8-13 
5-8 
5-8 
4-5 
6-9 
9:...11 
10-12 
3-5 
3 
5-6 
7-8 
5 
3 
5 
5-8 
5 
5-6 
9 
8-9 
3 
10-12 
5-7 
6-7 
VI. 
VI I. 
TABLE VII (Continued) 
Behavioral Objective Number and Short Title 
Interpersonal Tasks - General (Cont.) 
49 Maintain professional demeanor 
50 Maintain professional attitude 
51 Communicate effectively orally 
52 Develop effective question-asking 
technique 
53 Work effectively under time pressure 
Profess,; ona 1 Development Tasks 
54 Make on-the-job performance consistent 
with goals 
55 Plan for your personal development 
56 Keep up-to-date with professional 
1 iterature 
57 Use firm-provided reference materials 
58 Take advantage of in-firm training 
59 Ask for assistance when you need it 
60 Develop self-confidence as an auditor 
61 Be active in professional organizations 
62 Maintain a professional appearance 
63 Develop a business sense 
Number of 
Able 
to 
Perform 
2-3 
2-3 
5 
2-3 
4-6 
2-3 
0-l 
5-7 
2-4 
2-4 
6-10 
2-3 
0-l 
3-4 
2 
50 
Courses* 
Back-
ground 
Only 
9-ll 
11-13 
13-14 
11-14 
10-13 
4-7 
6-8 
7-10 
5-7 
4-5 
4-8 
2-3 
8-11 
7-8 
13-14 
*Ranges of coverage occurred when two faculty members assessed a 
course and their assessments for that course differed. 
statement (what is to be done), and the associated performance cri-
teria (indicators by which satisfactory results may be judged). Course 
assessments show the extent to which individual OSU accounting courses 
related to the behavioral objective. When two faculty members assessed 
a course differently in terms of the behavioral objective, the nota-
tion 11 1/2"--one of two--precedes the course number. Reference material 
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presents (to the extent collected) supplementary information about the 
behavioral objective, not included as part of a task statement or the 
associated performance criteria. 
I. Technical Tasks - Preparation for 
Audit Test Work 
Behavioral Objective #1. 
Task Performance Criteria 
Understand the client and 
the client's business. 
a The jargon and special terminology of 
the client's business and industry 
are not misused nor misunderstood. 
b An understanding of the common busi~ 
ness practices of the client's busi-
ness and industry is demonstrated in 
conversations and in workpapers. 
c Any differences between the client's 
actual operations and the client's! 
firm's documentation is corrected. 
d Knowing what you do about the audit, 
if you were the client, you would 
feel that you had received the maxi-
mum amount of benefit possible. 
Course Assessments: 
Able to perform: 
Background only: 
l-2 courses (l/2 3303, 4603). 
13-14 courses (2103, 2203, 3203, l/2 3403, 
4003, 4203, 4303, 4503, 5003, 5013, 5303, 
5403, 5503, 5803). 
Reference Material: 
"Need to stress service to the client. Continually be alert to 
areas for improvement in the client's business. Be sure to note areas 
for improvement in next year's audit." (from a Senior) 
"Improvement in client's internal control procedures helps him 
by lessening chance of fraud." (from a Senior) 
as: 
"Understand the client's business and industry practices, such 
(1) Payroll and employee benefit matters. 
(a) Overtime premium, shift premium, exempt/non-
exempt status. 
Behavioral Objective #1 (Cont.). 
Reference Material: 
(2) 
(3) 
(4) 
( 5) 
(6) 
(7) 
(b) Common withholdings (FIT, SIT), including mechan-
ics of remitting the amounts withheld. 
(c) Regulatory environment surrounding payroll and 
employee benefit plans. 
(d) IRS requirements concerning travel and entertain-
ment expenses. 
Common credit policies, typical payment terms and how 
receivables are controlled. 
Typical cash management techniques and tools. 
(a) Cash flow projections. 
(b) Short term financing arrangements: 
- lines of cr~dit. 
- receivable factoring. 
- commercial paper. 
(c) Short term investments: 
- commercial paper. 
- government obligations (Treasury notes, bills, 
bonds). 
Typical terms present in debt agreements that affect 
accounting and auditing. 
(~) Negative covenants and effect of default. 
(b) Requirements for audited financial statements. 
(c) Special reports, such as compliance letters. 
How insurance works and typical types of coverage. 
Common forms of long term financing. 
(a) Mortgage notes. 
(b) Various forms of financing leases. 
(c) Industrial development bonds. 
Types of lease agreements and terms related to them ... 
· (from two Seniors) 
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"Gather data about the client from your Senior, your firm's perm-
anent files and current newspqper/magazine articles about the client's 
business and industry ... (from a Senior) 
.. Develop a broad business background for successfully dealing 
with a variety of clients. A good way to do this in school is to read 
The Wall Street Journal regularly (your professional associates will 
be doing so) and one of the better business periodicals such as Busi-
ness Week, Forbes or The Harvard Business Review." (from a Senio;r-
11 Keep up i nforma 1 contacts with appropriate client personnel dur-
ing the engagement and periodically during the year. Be aware of the 
total range of services your firm offers so you can recognize problems 
which have further engagement potential." (from a Senior) 
'"Client's business' should include not only his operating cycle 
but also his customers and the industries with which he has dealings." 
(from a Senior) 
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Behavioral Objective #i (Cont.). 
Reference Material: 
11 Develop the ability t9 establish favorable rapport with appropri-
ate client personnel and to participate in meaningful business discus-
sions with them regarding accounting and financial matters concerning 
their responsibilities and the client's business. 11 (from a Partner) 
Behavioral Objective #2. 
Task 
Know the impact of regulatory 
agencies on the client. 
Course Assessments: 
Performance Criteria 
a Conversations and workpapers reflect 
an understanding of (1) the purpose 
of the agency's regulations and (2) 
the differences between applicable 
regulatory agency accounting proce-
dures and GAAP. 
b Recommendations to client are con-
sistent with applicable regulatory 
agency accounting procedures. 
Able to perform: 1 course (4603). 
Background only: 9-13 courses (2103, 2203, 3203, 3303, 1/2 3403, 
l/2 4003, 4203, 4303, l/2 4403, l/2 4503, 5013, 
5303, 5503). 
Behavioral Objective #3. 
Task 
Assist Senior to organize 
and collect files and sup-
plies needed for the audit. 
Course Assessments: 
Able to perform: 0 course. 
Performance Criteria 
a Everything that is needed is packed 
and taken to the client's place of 
business. 
b Understand why different items are 
used in order to be able to repeat 
the process with little or no super-
vision. 
c Audit is not delayed because of 
missing files or lack of supplies. 
Background only: 4-5 courses (2103, 2203, l/2 4503, 5303, 5503). 
Behavioral Objective #4. 
Task 
Organize and conduct pre-
liminary confirmation 
program. 
Course Assessments: 
Performance Criteria 
a Program is reviewed with Senior and 
he approves scope. 
b Proper items requiring confirmation 
are identified and included. 
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c Effective control is established over 
confirmations. 
d Replies are organized and reconciled 
with items rna il ed. 
e Follow-up occurs for items not re-
turned. 
f Results of confirmation program are 
documented. 
Able to perform: 
Background only: 
1-2 courses (l/2 4503, 5503). 
0-l course (l/2 4503). 
Behavioral Objective #5. 
Task 
Assist Senior to organize 
materials to be provided 
by client personnel. 
Course Assessments: 
Performance Criteria 
a Items client is to provide are iden-
tified and due dates are established. 
b Appropriate client personnel are 
contacted. 
c Materials missing, or improperly 
prepared, receive timely follow-up. 
Able to perform: 0 course. 
Background only: 5-6 courses (1/2 4003, 4503, 4603, 5003, 5023, 
5503). 
Behavioral Objective #6. 
Task 
Prepare for a specific 
audit assignment. 
Performance Criteria 
a Questions you ask reflect prior re-
view of available materials such as 
(1) prior year's workpapers, audit 
program and audit report, (2) this 
year's general audit plan and special 
audit program for area in which you 
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Behavioral Objective #6 {Cont.). 
Performance Criteria 
will be working and (3) participation 
in planning activities such as (A) 
plant tours and (B) firm• s planning 
meetings. 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
b Progress on audit assignments is not 
delayed because of inadequate prep-
aration (which could be reasonably 
expected). 
1 course (4603). 
2 courses (4503, 5503). 
11 Prepare for assignments by meeting key client personnel. Learn 
about the information flow in a client organization. Understand the 
operation of the client•s Controller's and Treasurer•s Offices and 
specific techniques used by the client such as cash management system, 
compensation practices, methods of handling receivables and payables 
and how computer operations affect the client•s activities ... (from a 
Senior) 
11 Read your audit • s planning memo prepared by the Senior, Manager 
or Partner ... (from a Senior) 
.. Review your specific audit program, including flow charts, all 
written memos, copies of client documentation and other related data ... 
(from a Senior) 
11 Review your firm•s policies in the audit area to which you're 
assigned. Review GAAP in difficult or controversial areas of the 
audit. 11 (from a Senior) 
11 1n some cases, time pressures are such that it will prevent as 
thorough a review as others have indicated is desirable ... (from a 
Senior) 
11 Review client•s interim financing agreements, internal control 
questionnaire and last year•s management letter ... (from a Senior) 
11 Discuss the individuals in the client•s organization with whom 
you•11 be dealing with others on the audit team or in the firm who 
have dealt with them before. 11 (from a Senior) 
Behavioral Objective #7. 
Task 
Assist Senior to prepare 
an audit program for a 
major accounting area. 
Course Assessments: 
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Performance Criteria 
a Detailed information about a specific 
client area you have studied is pro-
vided to the Senior in the form and 
at the time it is needed. 
b The audit implications of the strengths 
and weaknesses of the client's system 
of internal controls are reflected in 
the audit program. 
Able to perform: 
Background only: 
3 courses (4503, 4603, 5503). 
1 course (5023). 
Behavioral Objective #8. 
Task 
Obtain specific work assign-
ment from Senior. 
Course Assessments: 
Performance Criteria 
a Potential problem areas are identified. 
b All of your questions have been ans-
wered or resolved. 
c You can explain to others how your 
assignment fits into overall client 
audit. 
Able to perform: 1 course (5503). 
Background only: 1-4 courses (1/2 3303, l/2 3403, l/2 4403, 4503). 
Reference Material: 
. 
11 Don•t just duplicate prior year's work. Sometimes there are 
better ways of doing things. Be creative.•• (from a Senior) 
11 Last year's work isn't too meaningful. Each year•s audit has 
got to stand on its own. 11 (from a Senior) 
11 1 want my staff auditors to check back with me if they have 
additional questions or if they run into difficulty.~~ (from a Senior) 
Behavioral Objective #9. 
Task 
Update systems documenta-
tion and program for minor 
changes. 
Course Assessments: 
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Performance Criteria 
a Changes are identified from studying 
last year's work, discussions with 
firm and client personnel and "walk-
; ng 11 documents through c 1 i ent • s system. 
b Flow charts and other documents are 
updated. 
c Revisions are filed following Senior's 
approva 1. 
Able to perform: 
Background only: 
3 courses (4503, 4603, 5503). 
3 courses (3203, 4203, 4303). 
Behavioral Objective #10. 
Task 
Prepare systems documenta-
tion and audit program in 
areas where there have been 
major changes with existing 
clients, or for significant 
areas of new clients. 
Course Assessments: 
Performance Criteria 
a Background data is obtained from Sen-
ior. 
b Documentation and audit program follow 
Senior's directions and may include 
flow charts, identification of sys-
tem's strengths and weaknesses as an 
aid in determining which controls to 
place reliance on and audit tests 
which compensate for system deficien-
cies. 
Able to perform: 2 courses (4603, 5503). 
Background only: 4 courses (3203, 4203, 4303, 4503). 
Behavioral Objective #11. 
Task 
Assist Senior to evaluate 
client's system of in-
ternal control by major 
system. 
Performance Criteria 
a Client's present system is analyzed, 
documented, flow charted and 11Walked 
through" with a system narrative. 
b Preliminary conclusion memo is pre-
pared which rates the client's system. 
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Behavioral Objective #11 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
c Compliance tests for system of in-
ternal control are developed. 
d Memo is prepared to client concerning 
system weaknesses and reviewed with 
client prior to issuance. 
2-3 courses (l/2 4503, 4603, 5503). 
3-4 courses (3203, l/2 3303, 4203, 4303). 
Behavioral Objective #12. 
Task 
Assist Senior to prepare 
audit test plan. 
Course Assessments: 
Performance Criteria 
a Discussion is held with Senior and 
agreement reached on internal control 
systems which will be relied upon. 
b Procedures are designed to test the 
systems, both strengths and weaknesses 
and transactions processed. 
c Internal control systems that are not 
to be relied upon are identified; pro-
cedures are designed to review the 
system consistent with its weaknesses. 
d Accounts and transactions not subject 
to internal controls are identified 
as are internal control systems sub-
ject to management override; substan-
tive tests are designed to cover rel-
evant transactions which may signif-
icantly affect financial position or 
results of operations. 
Able to perform: 
Background only: 
1-2 courses (1/2 4503, 5503). 
1-2 courses (4303, l/2 4503). 
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II. Technical Tasks - Audit Test Work 
Behavioral Objective #13. 
Task 
Organize your work 
assignments. 
Course Assessments: 
Performance Criteria 
a Client data relevant to your assign-
ment is assembled. 
b You follow work priorities which Sen-
ior has approved. 
c Your work is planned, and integrated 
with other assignments to minimize 
waiting and "down" time. 
Able to perform: 0-1 course (1/2 4503). 
Background only: 6-10 courses (3203, l/2 3303, 1/2 3403, 4203, 
l/2 4403, l/2 4503, 4603, 5023, 5303, 5503). 
Reference Material: 
"This is the most important thing to learn. 11 (from a Senior) 
"Use a 'To Do' list. Organize your work within budget (time) 
constraints. 11 (from a Senior) 
Behavioral Objective #14. 
Task 
Perform detailed account 
balance and transaction 
test'i ng: 
Basic work: 
Performance Criteria 
a The audit program and objectives are 
understood. 
b Instructions are followed exactly or, 
after Senior's concurrence, departures 
are explained in workpapers and docu-
mented. 
c All procedures called for in the audit 
program for your area are performed 
and documented. 
d Information and audit evidence are 
gathered. 
e Client problems which arise in connec-
tion with your assignment are identi-
fied, addressed and a disposition is 
recommended. 
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-Behavioral Objective #14 (Cont.). 
Task 
Document and re-
solve exceptions 
that arise: 
Performance Criteria 
(1) Each is described and explained. 
(2) If possible, problem is re-
solved; explain resolution in 
workpapers. 
(3) Problems are reviewed with Sen-
ior for direction. 
(4) Problems are handled as they 
arise. 
f Information given to Senior and in-
cluded in workpapers is accurate, 
describes the whole situation and is 
not subsequently found to be inade-
quate or to have an omission. 
g Areas requiring additional work/ 
information are identified and brought 
to the Senior's attention immediately. 
h Results of audit tests are evaluated 
in statistical terms, if appropriate. 
i A memo of results is prepared, to in-
clude: 
(1) Objectives/audit approach: from 
test plan. 
(2) Procedures followed: from audit 
(3) 
(4) 
program. 
Results: from testing. 
Conclusion: whether or not ac-
count is fairly stated, account-
ing principles are consistent 
with prior year and follow GAAP. 
j Senior is alerted to exceptions as 
soon as they are identified. 
k Exception is documented in working 
papers. 
1 After discussing with Senior, ques-
tions are researched, if necessary. 
m An adjusting journal entry is pro-
posed if appropriate, using client's 
chart of accounts. 
n Memo is prepared explaining circum-
stances surrounding the exception and 
presenting basis for your recommenda-
tion. 
o Senior approves memo; make oral pres-
entation to client personnel about 
exception if requested. 
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Behavioral Objective #14 (Cont.). 
Task 
Identify ineffi-
ciencies which 
may be subject 
for rna na gemen t 
1 etter: 
Course Assessments: 
Performance Criteria 
p Audit program is reviewed for possible 
changes in light of exception. 
q Validity of proposed comment is re-
viewed with Senior. 
r Memo is prepared describing situation, 
proposed solution and benefits to 
client. 
Able to perform: 2 courses (4503, 5503). 
Background only: 2-4 courses (3203, l/2 3303, 4203, l/2 4403). 
Reference Material: 
"Recognize items of significance for consideration in next year's 
audit and document for inclusion in workpapers." (from a Senior) 
"If at all possible, resolve problems with the individual in the 
client organization who is directly responsible for the work involved 
(versus reviewing with his superior)." (from a Senior) 
"Firms differ on what should be in workpaper conclusion." (from 
a Senior) 
"Time pressures may work against staff auditor participaHng in 
discussions with client, but he should try to be present." (from a 
Senior) 
One Senior suggested details about performing account balance 
and transaction testing. His suggestions are presented here in the 
behavioral objective task/performance criteria format he used: 
1 Perform detailed test of 
year-end cash balance. 
2 Perform detailed tests of 
cash receipts/disburse-
ments. 
la Examine supporting documents (vouch). 
b Test calculations. 
c Check compliance with contract pro-
visions. 
d Verify outstanding balances (confirm). 
2a Examine supporting documents (vouch). 
b Test calculations. 
c Verify that the system is function-
ing as specified in the systems 
writeup. 
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Behavioral Objective #14 (Cont.). 
Reference Material: 
3 Perform detailed tests 
of investments. 
4 Prepare/obtain detailed 
sthedule of accounts 
receivable. 
5 Prepare/obtain schedule 
of the year's activities 
in the property, plant 
and equipment account. 
6 Perform detailed test 
of prepaid items. 
7 Prepare/obtain schedule 
of accounts payable. 
d Determine that proper cutoff was 
obtained. 
3a Examine supporting documents (vouch). 
b Test calculations. 
c Check compliance with contract provi-
sions. 
d Verify outstanding balances (confirm). 
e Test realization. 
4a Select accounts to be confirmed. 
b Review with Senior. 
c Prepare and send confirmation re-
quests. . 
d Follow up on receipt of returned 
confirmations. 
e Clear exceptions. 
f Examine other receivable balances 
(compare with prior year). 
g Review allowance for doubtful ac-
counts; tie write-off to income 
statement. 
5a Select transactions to be tested. 
b Examine detailed supporting documents 
for transactions to be tested. 
c Examine allowances for depreciation. 
d Prepare tax workpapers (investment 
credit, gains and losses on sales). 
e Tie depreciation expense to income 
statement. 
6a Examine supporting documents (vouch). 
b Test calculations. 
c Verify outstanding balances (confirm) 
if appropriate. 
d Compare with prior year for reason-
ableness. 
· e Tie amortization to income statement. 
7a Select accounts to be confirmed. 
b Review with Senior. 
c Prepare and send confirmation re-
quests. 
d Follow up on receipt of returned 
confirmations. 
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Behavioral Objective #14 (Cant~). 
Reference Material: 
8 Prepare/obtain schedule 
of activity in notes 
payable account. 
9 Assist Senior to examine 
pension accounts, tax 
accrual accounts and 
lease agreements. 
Behavioral Objective #15. 
Task 
Recognize material items. 
Course Assessments: 
7e Clear exceptions. 
f Examine and test accrued payables 
(salaries, taxes, etc.). 
g Search for unrecorded liabilities. 
8a Examine supporting documents (vouch). 
b Test calculations. 
c Check compliance with contract pro-
visions. 
d Verify outstanding balances (confirm). 
e Examine calculations of related in-
terest expense. 
f Prepare schedule of five-year matur-
ities for disclosure purposes. 
9a Review client workpapers. 
b Examine documentation. 
c Test calcu1ations. 
d Review with Senior. 
Performance Criteria 
a Dollar impact and relative risk of 
item under consideration is assessed. 
b Qualitative impact of item in ques-
tion is assessed (e.g.~ classification, 
adequacy of wording in a footnote and 
departure from GAAP). 
c Materiality limits are reviewed with 
Senior. 
d Potentially material items are posted 
to an adjusting journal entry control 
schedule for Senior•s review and dis-
pas iti on. 
e A control is developed for all passed 
adjusting journal entries. 
Able to perform: 3 courses (4303, 5303, 5503). 
Background only: 7-8 courses (3203, 3303, 3403, 4203, 1/2 4403, 
4503, 4603, 5203). 
Behavioral Objective #16. 
Task 
Prepare tria'! balance. 
Course Assessments: 
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Performance Criteria 
a Trial balance workpapers are prepared 
or obtained from client. 
b This year's account balances are 
compared with last year's account 
balances and/or activities in the ac-
counts are analyzed in accordance 
with the audit program. 
c Assistance is provided Senior in ex-
plaining the fluctuations. 
d Balances are traced to general ledger. 
Able to perform: 6-10 courses (2103, 2203, 3203, l/2 3303, 
l/2 3403, 4203, 4303, 1/2 4403, l/2 4503, 
5503). 
Background only: 2-4 courses (l/2 3403, 1/2 4503, 4603, 5023). 
Behavioral Objective #17. 
Task 
Prepare or obtain revenue 
and expenditure schedules 
by client's major cate-
gories. 
Course Assessments: 
Performance Criteria 
a Schedules are reviewed and unusual 
items not covered in cash receipt 
and disbursement test work are 
identified. 
b Current year's numbers are compared 
with prior year's numbers. 
c Fluctuations are explained. 
d Areas identified as trouble spots or 
in need of more detailed tests as 
indicated by interim testing are 
vouched. 
e Detailed schedules are tied to lead 
schedules. 
Able to perform: 
Background only: 
5 courses (3203, 4203, 4303, 4503, 5503). 
4-6 courses (2103, 2203, l/2 3303, 3403, 
1/2 4403, 4603). 
Behavioral Objective #18. 
Task 
Gather relevant informa-
tion from an on-going 
client operating system. 
Course Assessments: 
Performance Criteria 
a Documents are analyzed. 
b Workpapers demonstrate that you got 
the facts straight. 
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c Asstgnments are completed in a reason-
able time. 
Able to perform: 2 courses (4503, 4603). 
Background only: 4-5 courses (3203, 1/2 3403, 4203, 5303, 5503). 
Reference Material: 
"It helps to start with good preparation and a sufficient back-
ground.11 (from a Senior) 
11 You should develop an effective interviewing/questioning tech-
nique.11 (from a Senior) 
Behavioral Objective #19. 
Task 
Reconstruct complex trans~ 
actions beginning with 
very little data. 
Course Assessments: 
Performance Criteria 
a Client upset, time overrun and per-
sonal frustration are minimized by: 
(1) Understanding precisely what 
you're looking for. 
(2) Perceiving when you're getting 
the run around. 
(3) Realizing when you've reached 
the end of the trail; check 
back with Senior. 
b Trails of information are identified 
and followed up. 
c Relationships between accounts are 
understood. 
d All data eventually fit together, ex-
plain the situation and are internally 
consistent (no conflicting explana-
tions). 
Able to perform: 4-6 courses (3203, 1/2 3303, l/2 3403, 4203, 
4603' 5023). 
Background only: 4-8 courses (1/2 3303, l/2 3403, l/2 4003, 
l/2 4403, 4503, 5203, 5303, 5503). 
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Behavioral Objective #19 (Cont.). 
Reference Material: 
"Very important ... (from a Senior) 
"Usually starts with a question from your Senior, • Find out more 
about this.•n (from a Senior) 
' 
"You•n usually have to contact several different client person-
nel, each of whom only has part of the answer." (from a Senior) 
11 YOU have to know the substance of transactions, not just how the 
debits and credits work ... (from a Senior) 
Behavioral Objective #20. 
Task 
Maintain an attitude of 
skepticism; verify infor-
nation. 
Course Assessments: 
Performance Criteria 
a Information is not accepted at face 
va 1 ue. 
b Unusual items are followed up to an 
appropriate disposition. · 
c You assess whether or not the infor-
mation makes sense, is logical and is 
consistent with facts you have al-
ready verified. 
d Clients• accounts are understood; most 
reliable sources of audit evidence are 
used to verify the information pre-
sented. 
Able to perform: 
Background only: 
6 courses (3203, 4203, 4503, 4603, 5023, 5503). 
7-10 courses (3303, 1/2 3403, 1/2 4003, 4303, 
l/2 4403, 5013, 5203, 5303, 5403, 5803). 
Reference Material: 
11 You need to understand what you•re doing and why you•re doing it 
so you•11 know: (1) how client data system works, (2) how to follow 
the steps in the audit program, (3} what might go wrong and indicators 
of those items and (4) significance of documents you•re examining--
what it does, why it•s used, what makes it correct versus incorrect." 
(from a Senior) 
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Behavioral Objective #21. 
Task 
Make calculations. 
Course Assessments: 
Ab 1 e to perform: 
Background only: 
Performance Criteria 
The following types of calculations 
are made accurately and efficiently 
when called for in the audit program 
or directed by your Senior: 
(l) Types requiring use of 10-key 
adding machine or portable 
calculators. 
(2) Turnover ratios and accompanying 
analysis. 
(3) Use of in-house computerprograms 
to make detailed calculations 
involving leases, earnings per 
share, etc. 
(4) Calculating present values and 
application of present value 
concepts. 
(5) Use and application of statis-
tical techniques and interpre-
tation of results. 
(6) Types involving interest, depre-
ciation, amortization and ac-
cruals. 
(7) Application of formulae from 
regulatory agencies to client's 
business. 
(8) Testing of footings, extensions, 
pricing, aging, etc. for accur-
acy. 
8-10 courses (3203, 3303, 3403, 4203, 1/2 4403, 
l/2 4503, 5023, 5203, 5303, 5503). 
5-6 courses (2103, 2203, 4303, l/2 4503, 4603, 
5803). 
Behaviorql Objective #22. 
Task 
Handle computer data. 
Performance Criteria 
a Client's computer activities are inte-
grated with rest of his system in 
evaluating internal controls. . 
b No misunderstandings result from use 
of computer terminology or jargon. 
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Behavioral Objective #22 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
c Data flow from source documents to 
final documents is identified, includ-
ing input controls, output controls, 
process controls and edits involved in 
the system . 
.. d Your firm's computer auditing special-
ists receive information from you in 
the form and at the time they need it 
for special phases of the audit. 
e Concepts of SAS #3 are applied to your 
work. 
1 course ( 4603). 
5~6 courses (3203, 1/2 3303, 4203, 4503, 5023, 
5503). 
Several Seniors, in conmenting on this task, indicated that they 
would .not expect this degree of proficiency in working with computers 
on the part of their staff auditors. 
"You should understand computer programming function and logic. 11 
(from a Senior) 
11 Understand your firm's computer software capabilities, its impli-
cations for the audit and its cost/benefit ratio. 11 (from a Senior) 
"Be aware and alert to breakdowns in approval procedures which 
often occur in connection with computer operations. 11 (from a Senior) 
Behavioral Objective #23. 
Task 
· Handle statistics. 
Performance Criteria 
a Sampling is understood and applied 
correctly (how it works, possible 
applications, limitations). 
b If firm provides company manual, it· 
is followed and used for statistical 
applications. 
c Questions are discussed with firm 
personnel having special competence 
in this area. 
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Behavioral Objective #23 (Cont.). 
Course Assessments: 
Able to perform: .1 course (5503) .. 
Background only: 4-5 courses (3203, 3303, 4203, l/2 4403, 4503). 
Behavioral Objective #24. 
Task 
Correctly apply gener-
ally accepted accounting 
principles (GAAP) to work. 
Course Assessments: 
Performance Criteria 
a Senior's questions about correct ap-
plication of GAAP to client activi-
ties are promptly and accurately 
answered. 
b Any changes in application of GAAP 
from last year to this year are 
identified and reviewed with Senior. 
c Required disclosures are drafted, or 
client's draft of disclosures is 
reviewed. 
Able to perform: 2-5 courses (1/2 3303, l/2 3403; 1/2 4503, 5303, 
5503) 0 
Background only: 5-9 courses (3203, l/2 3303, 1/2 3403, 4203, 
4303, l/2 4403, l/2 4503, 4603, 5203). 
Reference Material: 
"The situations a staff auditor will most likely encounter in-
volve: (l) inventory pricing methods, (2) depreciation methods, 
(3) accounting for marketable securities, (4) decisions involving 
expensing versus capitalizing repair and maintenance items, (5) cal-
culation of depletion, (6) proper handling of intangible drilling 
costs in oil and gas activities and (7) bank reconciliations." (from 
two Seniors) · 
Behavioral Objective #25. 
Task 
Correctly apply gener-
ally accepted auditing 
standards (GAAS) to 
work. 
Performance Criteria 
a Senior's questions about correct ap-
plication of GAAS to client activi-
ties are promptly and accurately 
answered. 
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Behavioral Objective #25 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
b Situations are identified which, if ma-
terial, would cause issuance of other 
than an unqualified opinion; a memo 
is prepared to describe the situation 
and to recommend a resolution. 
2 courses (4503, 5503). 
2 cour~es (4303, 5023). 
Several Seniors, in commenting on this task, indicated that they 
would not expect a staff auditor to meet performance criteria "b. 11 
Behavioral Objective #26. 
Task 
Produce high quality 
work. 
Course Assessments: 
Performance Criteria 
a Quality is not sacrificed to meet time 
budgets; in case of projected time 
overrun, review with Senior as soon 
as possible. 
b Established auditing procedures are 
not short-cut without first checking 
with Senior (e.g., do not deviate 
from specified statistical procedures, 
nor from exact steps in the audit 
program). 
c Your professional work stands up 
under close review, including your 
own review of your own work. 
d You are satisfied with your work and 
believe that you have reached sound 
conclusions before it is turned in. 
e Conclusions are documented in your 
workpapers. 
f Your work reflects self-pride. 
Able to perform: 5-8 courses (1/2 3303, 1/2 4003, 4303, l/2 4503, 
4603, 5003, 5303, 5503). 
Background only: 8-13 courses (2103, 2203, 3203, 1/2 3303, 
l/2 3403, 1/2 4003, 4203, l/2 4403, l/2 4503, 
5013, 5023, 5403, 5803). 
Behavioral Objective #27. 
Task 
Assume total responsi-
bility for the work 
assigned. 
Course Assessments: 
Performance Criteria 
a Your work exceeds the minimum re-
quirements; you do more than enough 
just to get by. 
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b Your work meets your own high stand~ 
ards and critical evaluation. 
c Your Senior is available to provide 
help if you need it, but before ask-
ing for it, you 
(1) get relevant facts and organize 
them, 
(2) deci·de what you think should be 
done next and 
(3) develop a ~lan of action. 
Able to perform: 4-6 courses (1/2 4003, 4303, l/2 4503, 4603, 
5003, 5503). 
Background only: 5-8 courses (3203, l/2 3403, l/2 4003, 4203, 
l/2 4503, 5013, 5023, 5403). 
Reference Material: 
11Very important! 11 (from a Senior) 
Behavioral Objective #28. 
Task 
Develop and apply a 
systematic approach 
to problem solving. 
· Performance Criteria 
a Your approach to solving a specific 
problem is planned. 
b Your plan is implemented, including 
making the necessary decisions. 
c Presentations to your Senior include 
well-organized data, alternative sol-
utions and your recommended decision 
(tentative decision). 
d The action you and your Senior agree 
upon is followed. 
e Your attitude toward solving a prob-
lem remains positive; you stick with 
it. However, you don't needlessly 
spin your wheels, but develop a sense 
as to when to stop and ask for help. 
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Behavioral Objective #28 (Cont.). 
Course Assessments: 
Able to perform: 9-12 courses (3203, l/2 3303, 1/2 3403, 
l/2 4003, 4203, 4303, 4603, 5003, 5013, 5023, 
5503' 5803) • 
Background only: 5-8 courses (2103, 2203, l/2 3303, l/2 4003, 
l/2 4403, 4503, 5303, 5403). 
III. Technical Tasks - Documentation of 
Audit Test Work 
Behavioral Objective #29. 
Task 
Prepare workpapers. 
Performance Criteria 
a Accounts are identified with narra-
tive explanation if titles are not 
self-evident. 
bAn understanding of client procedures 
is shown by describing any unusual 
client practices relative to the ac-
count, including all such practices 
with audit implications. 
c Procedures that were performed are 
indicated. 
d Footings, cross-referencing and in-
dexing are complete and follow firm's 
practices. 
e Tick marks are all explained and leg-
; bl e. 
f Workpaper is integrated with other 
workpapers, client records and (if 
applicable) tied to the trial bal-
ance. 
g I nforma ti on flows 1 ogi ca lly and 
clearly to a lead schedule (from de-
tai 1 to summary). 
h Nonessentials do not appear on work-
papers. 
i Workpapers are complete when all 
steps in the audit program have been 
done and the audit work satisfies 
the objectives listed in the audit 
program. 
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Behavioral Objective #29 (Cont.). 
Reference Material: 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
j Workpapers reflect the staff auditor's 
understanding of the purpose of the 
workpaper being prepared and his con-
clusions regarding the work which he 
has performed. 
k Documentation conventions of the 
firm/office are followed. 
1 Workpapers reflect application and 
knowledge of GAAP. 
m Workpapers reflect application and 
knowledge of applicable rules of 
regulatory agencies. 
n Notes, comments and memos are well-
written (neat, complete, concise, ac-
curate). 
o Thought, imagination and originality 
are shown in preparation of work-
papers; they are not mechanically 
copied from prior audits. 
p The documentation is easily reviewed 
by other professionals on this or 
subsequent engagements; current year's 
workpapers stand on their own. 
q Weaknesses in client systems and pro-
cedures are pinpointed and discussed 
with Senior for their effect on the 
audit scope and for possible inclu-
sion in the management letter. 
r Best possible audit evidence is ob-
tained in preparing workpapers con-
sidering time, cost and benefits. 
s Issues and questions are resolved as 
they arise. 
t Workpapers are properly initialed and 
dated. 
u Suggestions for improved procedures 
in future audits are made. 
1-2 courses (1/2 4503, 5503). 
4-5 courses (3203, 4203, 4303, 1/2 4503, 5023). 
11 Workpapers are a key indicator separating outstanding perfor-
mers from average and poor performers ... (from a Senior) 
Behavioral Objective #30. 
Task 
Demonstrate technical 
competence. 
Course Assessments: 
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Performance Criteria 
a Your volume and types of mistakes 
are within reason as determined by 
your Senior on a particular assign-
ment. 
b Areas in which you have limited knowl-
edge are identified; you know where 
to find answers; issues are resolved 
by referring to reference materials 
or by discussing with Senior. 
c During continuing education courses, 
your homework is done; you contri-
bute to class discussions. 
d Informal office discussions of ac-
counting problems include you. 
e You seek the advice of others in 
complex matters; similarly, others 
seek your advice. 
f Peers recognize you as technically 
competent. 
g You ask the right questions in tech-
nical discussions. 
h You do not ask your Senior the same 
question twice, once you receive a 
correct and complete answer. 
i You research and find accurate ans-
wers to technical questions effi-
ciently. 
Able to perform: 7-8 courses (3203, 1/2 3303, 3403, 4203, 5003, 
5023, 5203, 5303). 
Background only: 6-9 courses (l/2 3303, l/2 4003, 4303, 
l/2 4403, 4503, 4603, 5013, 5403, 5503). 
Behavioral Objective #31. 
Task 
Demonstrate analytical 
ability. 
Performance Criteria 
a Changes in data and major fluctua-
tions are explained. 
b Following clearance with Senior, 
steps in audit program are altered 
to better fit client circumstances. 
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Behavioral Objective #31 (Cont.). 
Course Assessments: 
Performance Criteria 
c Comments are developed for the man-
agement letter, explaining what prob-
lem exists, what could be done to 
correct it and how solution would 
benefit the client. 
d Suggestions to improve next year•s 
audit are developed and accepted. 
e Several alternatives are developed 
before making a recommendation; rec~ 
ommendation clearly selects one of 
the alternatives and is decisive. 
Able to perform: 7-8 courses (3203, l/2 3403, 4203, 4603, 5003, 
5023, 5203, 5303). 
Background only: 9-11 courses (2103, 2203, 3303, 1/2 3403, 4003, 
1/2 4403, 4503, 5013, 5403, 5503, 5803). 
Behavioral Objective #32. · 
Task 
Write effectively (the 
final product of an 
audit appears in narra-
tive form). 
Performance Criteria 
a Writing is brief and direct. 
b Memos are organized, structured, 
orderly and have a logical flow. 
c Words are used correctly and 
spelled correctly. 
d Grammar and punctuation are correct. 
e Long, rambling sentences are avoided; 
fractured sentences are avoided. 
f Redundancy is avoided. 
g Conclusions should be consistent with 
test results and supported by work-
papers; state conclusions specifi-
ca 11 y. 
h Writing is clear, unambiguous, con-
cise, neat and legible. 
i Writing reflects writer•s understand-
ing of client•s business and industry 
practices. 
j Reader understands what was intended, 
and knows what was really meant and 
done. 
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Behavioral Objective #32 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
k Quality of writing reflects quality 
of rest of audit work for purposes 
of peer or governmental agency review. 
1 What you write tells the whole story 
and makes sense. 
5 courses (4603, 5003, 5013, 5023, 5203). 
10-12 courses (2103, 2203, 3203, 3303, 3403, 
l/2 4003, 4203, l/2 4403, 4503, 5303, 5503, 
5803). 
"This is a key task and an indicator that separates the outstand-
ing performer from an average or poor auditor." (from a Senior) 
"Writing is one of the most widely used tools in an audit. The 
real need to express yourself in writing is one of the biggest sur-
prises a new staff auditor encounters. This is a product of most 
accounting courses which emphasize pushing numbers and hardly mention 
writing in connection with accounting or auditing." (from a Senior) 
Behavioral Objective #33. 
Task 
Prepare adjusting journal 
entry. 
Course Assessments: 
Performance Criteria 
a Proper values for the entry are cal-
culated. 
b Work is documented so that others can 
follow it, including references to 
underlying workpapers. 
c Entry is developed, discussed with 
Senior and posted to an adjusting journal entry schedule. 
d If the accounting question requires 
research, do the work and document 
results. 
Able to perform: 6-9 courses (3203, 3303, l/2 3403, 4203, 4303, 
1/2 4403, l/2 4503, 5303, 5503). 
Background only: 3-5 courses (2103, 2203, l/2 3403, l/2 4503, 
5203). 
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Behavioral Objective #34. 
Task 
Prepare conclusions for 
each major area of test 
work performed: 
If satisfactory: 
If unsatisfactory: 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
a Workpapers are prepared in final form. 
b When appropriate, conclusions are 
prepared in memo form, to include: 
(1) Specific test work that was done. 
(2) Results of the test work, includ-
ding significant exceptions. · 
(3) Conclusions about the account or 
system are based on the results 
of the tests. 
(4) Conclusion includes opinion that 
account is fairly stated; account-
ing :,principles are consistent with 
·prior period and according to 
GAAP--or deviations are explained. 
(5) Signature and acceptance of re-
sponsibility for conclusions on 
workpapers, which should be con-
sistent with audit objectives. 
c Senior reviews and signs off on work-
papers. If Senior has questions, 
they are resolved to his satisfaction. 
d Any questions from Engagement Manager 
or Engagement Partner are resolved 
to their satisfaction. 
e Difficulty is reviewed with Senior. 
f Additional audit test work is per-
formed after discussion with Senior. 
g After discussion with Senior, and if 
required, adjusting journal entry is 
prepared. 
h Steps 34a through 34d are performed. 
1 course (5023). 
3 courses (4503, 5013, 5503). 
11 0ur firm handles conclusions differently. The important thing 
is that the staff auditor•s work regarding conclusions is acceptable 
to his Senior and to his firm. 11 (from a Senior) 
Behavioral Objective #35. 
Task 
Complete assignment. 
Course Assessments: 
78 
Performance Criteria 
a Work is finished, reviewed by Senior; 
review notes are cleared; any remain-
ing items are logged on a "To Do" 
list. 
b The appropriate step in the audit 
program is properly signed off indi-
cating work is complete and showing 
where workpapers are located. 
c Explanation is provided Senior for 
any discrepancy between actual and 
budgeted time for the assignment. 
d Workpapers are bound, labeled and 
prepared for filing. 
Able to perform: 0-1 course (1/2 4503). 
Background only: 5-6 courses (3203, 4203, l/2 4503, 5013, 5023, 
5503). 
Reference Material: 
"It's important for a staff auditor not to check off an audit 
step automatically. He should use professional judgment to check off 
only what was actually done." (from a Senior) 
IV. Interpersonal Tasks - Client Personnel 
Behavioral Objective #36. 
Task 
Work effectively with a 
wide variety of clients. 
Performance Criteria 
a Auditor is aware of similarities 
and differences between types and 
sizes of companies and industries. 
b Auditor knows clients in the firm's 
office, and keeps up-to-date with 
published information about them. 
c Variety of business situations is 
handled by: 
(1) Applying technical skills appro-
priate to the situation. 
(2) Feeling comfortable in different 
business situations. 
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Behavioral Objective #36 (Cont.). 
Course Assessments: 
Able to perform: 
Background on 1 y: 
Reference Material: 
Performance Criteria 
(3) fxercising social graces so as to 
prevent awkward or embarrassing 
situations. 
d Particul~r client situations (and pol-
itics) are evaluated and auditor's 
behavior is adapted to achieve the 
desired results. 
e Mature judgment is exercised by: 
(1) Collecting facts; avoiding assump-
tions. 
(2) Examining all the possibilities, 
including other facts that may 
apply. 
(3) Using your imagination to explore 
both sides of a question or issue. 
(4) Questioning yourself about the 
knowledge you have and how you 
applied it to your work. 
(5) Confirming your sureness of what 
was right and that you did what 
was right. 
(6) Analyzing potential client reac-
tion. 
(7) Considering alternative approaches 
to the client; selecting the most 
appropriate. 
(8) Discussing critical situations 
with Senior. 
(9) Observing how meetings go. 
2 courses (4603, 5003). 
7-8 courses (3203, l/2 4003, 4203, 4503, 5013, 
5023, 5303, 5503). 
"The staff auditor can save himself a lot of time in this area by 
constantly discussing these situations with more experienced auditors 
and with his Senior." (from a Senior} 
"Public accounting occupies a unique place in the business world. 
The profession provides services which are often considered a 'neces-
sary evil,' and does so as a paid guest on the client's premises. Pub-
lic accounting firms sell bulk professional time on an on-going basis, 
often appearing to the client as repeating previously-performed work 
or duplicating work already performed by client personnel. It is not 
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Behavioral Objective #36 (Cont.). 
Reference Material: 
unusual for newly-employed staff auditors to be at work on the client's 
premises within a few days of initial employment. The combination of 
public accounting's basic role and the newly-employed staff auditor's 
lack of experience produces a difficult situation with which the staff 
auditor must immediately cope. He is usually accepted at once as a 
professional representative of his firm, and often has dealings with 
senior members of the client organization (especially true in the case 
of smaller clients). The better an individual can prepare for these 
initial situations, the more likely that he will handle them success-
fully and get his career off to a good start." (from two Managers) 
11 Most real failures in public accounting--by far--are failures in 
the interpersonal areas rather than failures in technical accounting 
areas. 11 (from a Manager) 
Behavioral Objective #37. 
Task 
Deal effectively with 
all levels of client 
personnel. 
Performance Criteria 
a Opportunity to meet client personnel 
with whom you will work is arranged 
(usually by Senior). 
b You make a good impression and main-
tain a professional demeanor. 
c Relationships are not impaired al-
though you are sufficiently forceful 
and aggressive to get data you need. 
d Information from a given individual 
is assessed; know when you're getting 
the run around or a "snow job.'' 
e Different situations evoke different 
actions on your part. 
f You try to understand motives behind 
answers an individual gives you. 
g Client friendships are kept on a busi-
ness basis to avoid appearance of 
lack of independence. 
h Relevant data are collected within a 
reasonable period of time. 
i Important items are sorted out from 
unimportant ones. 
j Elements of a technical conversation 
are relayed accurately to Senior. 
k You are familiar. with data available 
in client records. 
1 If client personnel make corrments 
about you, the comments are positive. 
m You are courteous in casual meetings. 
n Client work is not criticized to 
client personnel; criticisms are dis-
cussed with firm personnel. 
81 
Behavioral Objective #37 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
o You bridge the communications gap be-
tween client terminology and your 
(firm) terminology. 
p You remember that you•re an outsider, 
and that the client•s business con-
tinues during the audit. 
q You assess individual you are dealing 
with and adjust your approach accord-
ingly. 
r You never give an answer you•re not 
sure of; check out the facts before 
putting yourself (and your firm) on 
the line. 
1 course ( 4603). 
5 courses (3203, 4203, 4503, 5023, 5503). 
Behavioral Objective #38. 
Task 
Develop and maintain 
effective working rela-
tionships with client 
managerial personnel. 
Performance Criteria 
a Your participation is welcomed in 
meetings both with and without your 
Senior. 
b Meetings you organize or conduct are 
well-prepared, including an agenda; 
client•s management•s time constraints 
are considered. 
c Senior agrees to your meeting with 
client maangement (unless meeting is 
routine) 
d Client•s managerial personnel feel 
that you are: 
(1) Interested' in and knowledgeable 
about their business in partic-
ular, and how it relates to their 
industry, in general. 
(2) Well-prepared for discussions and 
meetings; i.e., organized; knowl-
edgeable of the expected outcome, 
if appropriate; aware of poten-
tial problems; sensitive to their 
feelings and views. 
(3) Easy to talk with. 
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Behavioral Objective #38 (Cont.). 
Course Assessments: 
Performance Criteria 
e Client's lines of organizational 
authority are followed in handling 
assignments and in case of difficul-
ties. 
Able to perform: l course (4603). 
Background only: 3 courses (3203, 4203, 4503). 
Behavioral Objective #39. 
Task 
Develop and maintain ef-
fective working relation-
ships with client clerical 
personnel. 
Performance Criteria 
a Assignments for client clerical per-
sonnel are handled through their 
respective supervisors; follow their 
directions in dealing with people as-
signed to their work groups. 
b You should avoid: 
(l) An aloof, superior attitude (sub-
ordinate your ego). 
(2) Impatience; setting unreasonable 
time deadlines. 
(3) Implying that client work is 
poorly done, or is in error. 
c Client personnel feel free and at 
ease in talking with firm representa-
tives. 
d Client personnel feel comfortable with 
you; an adversary relationship does 
not exist. 
e Non-work-related conversations develop 
easily and naturally during lunch, and 
before and after work. 
f The reason why you need the data re-
quested is explained. 
g You ask for information (versus giv-
ing orders). 
h Your approach is adapted to the client 
supervisors' modes of operating; you 
recognize their time constraints as 
well as your own. 
i The importance of the work client per-
forms both for internal purposes and 
to assist with the audit is appreci-
ated. 
Behavioral Objective #39 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
j Assignments are accomplished on a 
timely basis and within the time 
budgeted. 
k Any valid comments Senior receives 
on your working relationships are 
positive. 
1 Client personnel are thanked for 
their help. 
1 course ( 4603). 
5 courses (2103, 2203, 3203, 4203, 4503). 
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"This is a very important area. 
tion you need. Being nice shoul~ not 
client relationships are good, you•11 
two Seniors) 
39f is best way to get informa-
be a goal; if your work and 
Behavioral Objective #40. 
Task 
Handle client questions: 
"How should we treat 
this transaction?" 
11 When are you going 
to be finished here? .. 
"Have you found any 
adjustments? .. 
be properly recognized ... (from 
Performance Criteria 
a Alternative ways of handling the 
transaction are identified. 
b Alternatives are reviewed in terms 
of acceptability to the·audit being 
performed. 
c Client•s desire for handling the 
transaction is identified. 
d Answer is formulated. 
e Answer is reviewed with Senior. 
f Inquiry receives your (or Senior•s) 
reply. 
g Inquiry is passed on to Senior for 
reply. 
h Response is discussed with Senior 
before replying. 
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Behavioral Objective #40 (Cont.). 
Course Assessments: 
Able to perform: 3-5 courses (l/2 4003, l/2 4503, 4603, 5003, 
5303). 
Background only: 5-8 courses (3203, 3303, l/2 3403, 4203, 
l/2 4403, l/2 4503, 5023, 5503). 
Beh~vioral Objective #41. 
Task 
Develop technique to 
handle conflict when 
another is antagonis-
tic and uncooperative. 
Course Assessments: 
Performance Criteria 
a You do not respond by being ·antagon-
istic yourself. 
b Your positive attitude about the work 
continues. 
c The other person is permitted to have 
a say. 
d The other person is permitted to become 
part of the solution to the problem. 
e The other person's situation is consid-
ered; the other is given every opportun-
ity to explain. 
f Situation is discussed promptly with 
your Senior. 
Able to perform: 1 course ( 4603). 
Background only: 5 courses (3203, 4203, 4503, 5013, 5023). 
V. Interpersonal Tasks - Firm Personnel 
Behavioral Objective #42. 
Task 
Relate effectively to 
the firm's management 
personnel; i.e., Mana-
gers, Principals and 
Partners. 
Performance Criteria 
a Firm's management specifically re-
quests you for an assignment. 
b Firm's management gets favorable com-
ments about you from your Senior(s). 
c You are prepared for, participate in 
and contribute to in-office training 
seminars presented by the firm's 
management. 
d Individuals in the firm's management 
group are met soon after you begin work 
and you begin to develop an effective 
relationship. 
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Behavioral Objective #42 (Cont.). 
Course Assessments: 
Performance Criteria 
e If there is any feedback from clients 
about you to firm management, it is 
positive. 
f Your current position (status) and 
work assignments are kept in proper 
perspective. 
g Dealings with firm management are 
through your Senior unless otherwise 
instructed. 
h Expectations that others have of you 
are determined. 
i Your attitude remains positive; that 
leaves a good impression on others. 
Able to perform: 1 course (4603). 
Background only: 5-6 courses (3203, l/2 4003, 4203, 4503, 5013, 
5303). 
Behavioral Objective #43. 
Task 
Develop an effective work-
ing relationship with your 
Senior. 
Performance Criteria 
a Your Senior is kept current on the 
status of your work assignments 
(daily). 
b Senior is alerted as soon as possible 
when you expect an early or late as-
signment completion time. 
c Problems are discussed with your Sen-
ior freely and openly as soon as 
they arise. Make a list of items to 
review with your Senior. Try to solve 
problems yourself. 
d Improvements in audit procedures and 
ways to increase audit efficiency are 
recommended to your Senior. 
e Senior 1 s directions are accepted will-
ingly. 
f Problems in audit work are identified 
and their ramifications in other ac-
counts or in other parts of the audit 
are discussed with Senior. 
g Your personal style and approach are 
adapted to different Seniors' styles 
and techniques. 
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Behavioral Objective #43 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
h Instructions are carefully listened 
to and noted; questions are asked un-
til you completely understand the as-
signment or answer; notes are made 
for future reference. 
i Loose ends at termination of assign-
ments are identified and properly 
disposed of. 
j You and your Senior develop a 
mutually-acceptable, mutually-
supportive working relationship. 
k Assignments received from others are 
discussed with your Senior to prevent 
time conflict and misunderstandings. 
l Assignments with varying 1 eve l s of 
sophistication are accepted willingly. 
m Instructions are followed. 
n Senior's confidence in your work is 
developed. 
o You and your Senior discuss g1v1ng 
you more responsibility and greater 
variety of work assignments (ifthat•s 
what you want). 
p Senior feels free to offer you con-
structive criticism about your work. 
1 course (4603). 
9 courses (2103, 2203, 3203, 4203, 4503, 5013, 
5023, 5303, 5503). 
11 With regard to items #43j and #43k, begin day one of your assign-
ment ... (from a Senior) 
11 Task #43 is the key point in the early development of an audi-
tor.11 (from a Senior) 
Behavioral Objective #44. 
Task 
Relate effectively to 
other firm staff per-
sonnel. 
Performance Criteria 
a People enjoy being with you. 
b You participate in firm's planned 
social activities. 
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Behavioral Objective #44 (Cont.). 
: 
Course Assessments: 
Performance Criteria 
c Interests are developed beyond work 
assignments. 
d Others include you in informal, 
after-hours activities. 
Able to perform: 0 course. 
Background only: 8-9 courses (2103~ 2203, 3203, l/2 4003, 4203, 
4503, 5013, 5303, 5503). 
Reference Material: 
"In-firm social contacts are not the least bit important. As a 
matter of fact, it could be detrimental if you limited your contacts 
to others in the firm. Firm contacts are not sources of new business." 
(from a Senior) · 
Behaviora1 Objective #45. 
Task 
Assist Senior to super-
vise individuals with 
less experience in spe-
cific, limited parts of 
the audit. 
Performance Criteria 
a Audit p_rogram for area involved is 
reviewed. 
b Assistant receives explanation of 
audit program and objectives, and 
why audit steps are to be performed. 
c Assistant is helped to order tasks 
and to plan work. . 
d Assistant's questions receive satis-
factory answers; items about which 
you have doubts are reviewed with 
Senior. 
e Assistant is coached to prepare 
workpapers so that Senior's review 
notes do not include housekeeping 
items; i.e., references are complete, 
all tick marks are identified, proper 
headings are used, etc. 
f Assistant is helped to respond to re-
view notes. 
g Senior is kept advised of status of 
Assistant's work assignments. 
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Behavioral Objective #45 (Cont.). 
Course Assessments: 
Able to perform: 1 course ( 4603). 
Background only: 3 courses (3203, 4203, 4503). 
Behavioral Objective #46. 
Task 
Accept constructive 
criticism and make 
adjustments. 
Course Assessments: 
Performance Criteria 
a Discussions with Senior indicate what 
is expected of you. 
b Senior is encouraged to discuss ways 
of improving your performance with 
you by your positive reaction to 
suggestions. 
c Senior's review note items are cor-
rected in your work. 
d You are willing to explain your posi-
tion and/or actions when asked. 
e Sufficient questions are asked so that 
you 'understand your Senior's sugges-
tions and comments about your work, 
differences are identified and re-
solved and agreed upon action is taken. 
f The role and purpose of questioning, 
review and constructive criticism at 
your firm is understood and accepted. 
Able to perform: 
Background only: 
3-4 courses (l/2 4503, 4603, 5203, 5303). 
10-12 courses (2103, 2203, 3203, 3303, 3403, 
4003, 4203, l/2 4403, l/2 4503, 5003, 5013,, 
5503). 
VI. Interpersonal Tasks - General 
Behavioral Objective #47. 
Task 
Develop and maintain 
effective interpersonal 
relationships with other 
than firm or client 
personnel. 
Performance Criteria 
a A wide variety of individuals find 
you easy to talk with and to get to 
know; i.e., people in different pro-
fessional fields, different status 
positions and different income levels. 
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Behavioral Objective #47 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
0 course. 
5-7 courses (2103, 2203, 3203, l/2 3403, 4203, 
l/2 4503, 5303). 
BehaVioral Objective #48. 
Task 
Deal effectively with a 
wide variety of con-
stantly changing inter-
personal situations. 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
a You represent the firm successfully 
in unfamiliar situations. 
b vJorking relationships with others 
you meet for the first time are 
established rapidly. 
c Others develop confidence in you· 
early in your relationship. 
d Your behavior is adapted to differ-
ent circumstances; you use common 
sense. 
0 course. 
6-7 courses (2103, 2203, 3203, 4203, l/2 4503, 
5303, 5503). 
Behavioral Objective #49. 
Task 
Develop and maintain a 
professional demeanor. 
Performance Criteria 
a You and others perceive yourself to 
be a professional person. 
b You remain aware that the client is 
being billed at $/hour for your serv-
ices. 
c Client personnel feel that: 
(1) You are technically competent. 
(2) You are knowledgeable about their 
business. 
(3) You understand their operational 
prob 1 ems. 
(4) You are working efficiently. 
(5) You care about doing high quality 
work. 
(6) You are there to provide a serv-
ice, not to find mistakes. 
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Behavioral Objective #49 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
d Others characterize you as having in-
tegrity and independence. 
2-3 courses (1/2 4503, 5003, 5303). 
9-11 courses (3203, 3303, 3403, 4003, 4203, 
l/2 4403, 1/2 4503, 4603, 5023, 5203, 5503). 
Behavioral Objective #50. 
Task 
Develop and maintain a 
professional attitude. 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
a A sustained work effort is demonstra-
ted in accomplishing each assignment. 
b Initial routine, but necessary, as-
signments are accepted as a learning 
and indoctrination experience. 
c Senior feels you are willing to per-
form above and beyond the call of 
duty when necessary, and that you'll 
do it gracefully. 
d You•re on the job when you should be, 
and working. 
e You are willing to do whatever it 
takes to get the job done, ethically. 
f Your own personal limitations are 
overcome with extra work. 
g Well-defined career goals are a moti-
vating force in your work. 
2-3 courses (1/2 4503, 5003, 5303). 
11-13 courses (3203, 3303, 3403, 4003, 4203, 
l/2 4403, l/2 4503, 4603, 5013, 5023, 5203, 
5403, 5503}. 
11 Realize that you're expected to work 8 hours (versus socializing 
and conducting personal affairs). Learn how to handle a 4-hour assign-
ment within a 2-hour deadline. Don't moan and groan about routine 
assignments. Be enthusiastic about your work. Realize that, initially, 
you'll be assigned a great deal of routine, but necessary, work--and 
for several good reasons: 
Behavioral Objective #50 (Cont.). 
Reference Material: 
a Clerical personnel usually do not have the training or 
background to detect problems/errors in some {routine) 
audit areas. 
b It is a mechanism for integrating the new professional 
into the organization. 
c The work assigned fills in gaps in the background/training 
of new professional employees who come from many different 
sources. 
d It is the lowest level of professional work, and is as-
signed to new professionals. 
e Such assignments give the Senior(s) an opportunity to: 
(l) Observe and help the new professional with minimum risk 
to the firm. 
(2) See how the individual follows instructions. 
(3) See how the individual documents his work (often a new 
experience). 
(4) See how the individual works with others. 
(5) Develop a working relationship with the individual. 
(6) Develop confidence in the individual's technical ability. 
(7) See how the individual meets time commitments. 
f Overcome timing problems of the new· professional's arrival 
date and the firm's workload. 
g Give the new professional an understanding of the role of 
auditing in actual practice ... {from a Senior) 
Behavioral Objective #51. 
Task Performance Criteria 
91 
Communicate effectively 
orally. 
a A telephone call or meeting is pre-
ceded by your organizing material to 
be covered (notes or questions). 
b No misunderstandings develop from oral 
corrmunications. 
c You are considered to be a good lis-
tener. 
d Time spent on oral communications is 
minimized. 
e Your speech is clear. 
f Your sense of when to speak and when 
to listen is well-developed: 
(1) Listen to see if you've been un-
derstood; if not, you need to 
clarify. 
(2) If you get no reaction, you may be 
off on a tangent. 
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Behavioral Objective #51 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
g Oral presentations are tied together, 
logical; you sort out details, come 
to the point, are objective, low-key 
and consistent. 
5 courses (4303, 5003, 5013, 5023, 5503). 
13-14 courses ( 2103, 2203, 3203, 3303, 3403, 
4003, 4203, 1/2 4403, 4503, 4603, 5203, 5303, 
5403' 5803). 
Behavioral Objective #52. 
Task 
Develop an effective 
question-asking tech-
nique. 
Course Assessments: 
Performance Criteria 
a Others are willing to give you the 
information you request. 
b Respondent does not misunderstand 
your question. 
c Time is saved on assignments by going 
to the correct source and not unneces-
sarily duplicating data already avail-
able. 
d You completely understand the infor-
mation provided and can relay it to 
others without misinterpretation. 
e Needed information is obtained within 
a reasonable time. 
Able to perform: . 2-3 courses (1/2 3303, 4603, 5003). 
Background only: 11-14 courses (2103, 2203, 3203, l/2 3303, 
l/2 3403, 4003, 4203, 4303, 1/2 4403, 4503, 
5013, 5203, 5303, 5503). 
Behavioral Objective #53. 
Task 
Work· efficiently in an 
environment character-
ized by time pressures. 
Performance Criteria 
a Your personal plans are adjusted to 
meet firm and client work schedules 
when requested and when the request 
is reasonable. 
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Behavioral Objective #53 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
Performance Criteria 
b You are prepared for heavy overtime 
work schedule during the busy season. 
c Deadlines are identified and met, 
and/or timing problems are discussed 
with Senior. 
d Segments of work are accomplished 
within the time budgeted or discussed 
with Senior as soon as time overrun 
seems likely. 
e Conflicts between time pressures to 
complete assignments and your desire 
to produce high quality results are 
resolved · by: 
(1) Discussing problems with Senior. 
(2) Developing and following system 
of priorities. 
(3) Being aware of and accepting the 
_greater experience possessed by 
your! Senior and others in your 
firm~s review process. 
(4) Accepting Senior•s decisions in 
matters, and not "flying in the 
face of it. 11 
(5) Not overauditing (and wasting 
time). 
(6) Accepting benefits of higher ex~ 
perience-level individuals• input 
to problem. 
f Work is planned (by you) before you 
start, and reviewed (by you) when you 
finish. 
4-6 courses (3203, 1/2 3303, l/2 4003, 4203, 
5003, 5303). 
10-13 courses (2103, 2203, 1/2 3303, 3403, 
1/2 4003, 4303; l/2 4403, 4503, 4603, 5013, 
·5023, 5203, 5503). 
"rt•s OK to follow instructions, but question inefficiencies, 
especially regarding the necessity for overtime. No one should simply 
accept overtime; some is needed, but blind acceptance is not in firm•s 
or client•s best interests." (from a Senior) 
Behavioral Objective #53 (Cont.). 
Reference Material: 
11 Don't short-cut procedures or work just to meet time budgets. 11 
(from a Senior) 
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11 Public accounting, at least for large firms, operates in a crisis 
environment. This arises from deadlines set for our work by client 
and/or government requirements. In addition, because of our fee struc-
ture, there are strong incentives to accomplish the maximum amount of 
work in the minimum amount of time. Most new professionals experience 
accountability for their time as a new situation. 11 (from a Senior) 
11 Avoid such comments as: 
a 'I'm tired of doing this.• 
b 'This work is below my level of capability. • 
c 'This work doesn't challenge me.• 
d • I •m not learning anything by doing this. • 
e 'Haven't you got something else?' 
f 'A clerk could do what I'm doing. • 
g 'I've done this kind of a schedule before. I didn't 
join the firm to become the world's greatest expert 
on bank reconciliations.• 
h 'When am I going to get something important to do?' 
i 'I don't have enough to do. • (Use your initiative) j 'It's not me. The client just doesn't like auditors.' 11 
(from a Senior) 
From a Senior reviewing Task #53, including reference material: 
11 I agree with this, but after the job's done, staff auditor should 
have thorough discussion with Senior about any problems that developed. 11 
VII. Professional Development Tasks 
Behavioral Objective #54. · 
Task 
Make your on-the-job 
performance consistent 
with your personal ca-
reer objectives (pre-
sumably advancement in 
responsibility level and 
salary within the firm). 
Performance Criteria 
a Increased responsibility is accepted 
wi 11 ingly. 
b Your actions reflect a desire to 
succeed. 
c New areas of work are tackled even 
though, initially, you may have only 
minimal knowledge about them. 
d Areas of potential work assignments 
with which you are not familiar are 
studied. 
Behavioral Objective #54 (Cont.). 
Performance Criteria 
e Some responsibility for the entire 
audit engagement is accepted. 
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f The progress of the entire audit con-
cerns you--its quality, resolution of 
problems and timing of completion. 
Course Assessments: 
Able to perform: 
Background only: 
Reference Material: 
g Neither persona 1 nor firm 1 i abi 1 i ties 
are incurred. 
h Your personal professional reputation 
and marketability are maintained at 
a high level. 
i Sustained productive work is performed. 
j Work assignments are well-organized 
and completed accurately and within 
a reasonable time. 
k The CPA examination is passed as soon 
as possible. 
Personal goals are established and 
discussed regularly with your Senior 
or assigned advisor. 
2-3 courses (l/2 3303, 5303, 5503). 
4-7 courses (1/2 3403, l/2 4003, 4303, 1/2 4503, 
4603, 5003, 5013). 
"Avoid making the following typical mistakes during your first 
six months on the job: 
a Relates ineffectively with client personnel. 
b Produces messy workpapers. 
c Writes illegibly. 
d Moans and groans about routine, repetitive assignments. 
e Unresponsive to suggestions for improvement. 
f Work not completed on time. 
g Does not dress/groom professionally. 
h Insensitive to what is expected; fails to observe and 
ask questions. 
i Does not establish effective working relationships with 
professional personnel within the firm. j Fails to adjust to different Seniors with a wide variety 
of individual methods. 
k Late to work or meetings. 
1 Work turned in incomplete. 
m Displays too much ego. 
n Failure to develop Senior's or management's confidence 
in your work. 
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Behavioral Objective #54 (Cont.). 
Reference Material: 
o Failure to recognize personal weaknesses and do some-
thing about them. 
p Inability to accept constructive criticism. 11 (from five 
Seniors) 
11 Develop competitive advantages in the following key areas: 
a Relating to client personnel. 
b Relating to firm personnel. 
c Handling beginning-level work assignments effectively. 
d Maintaining a professional appearance. 11 (from a Senior) 
Behavioral Objective #55. 
Task 
Plan for your personal 
development in terms of 
expected future assign-
ments. 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
a New areas of possible assignment are 
identified in present or other firm 
clients. 
b Identify specific new subjects with 
which you may be working. 
c A plan of study is developed to in-
crease your capabilities {plan in-
cludes use of permanent files, office 
reference materials and in-firm train-
ing opportunities). 
d As your career develops, your changing-
role and new types of assignments are 
discussed with your Senior or advisor 
to get his input as to areas requiring 
additional effort on your part. 
e Firm management is aware of your per-
sonal goals and desires. 
0-l course (l/2 3303). 
6-8 courses (3203, l/2 3403, 4203, l/2 4503, 
4603, 5013, 5303~ 5503). 
Behavioral Objective #56. 
Task 
Keep up-to-date with the 
technical literature of 
your profession. 
Course Assessments: 
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Performance Criteria 
a Footnote disclosures required by 
current pronouncements are identified, 
supported with sufficient data and 
reviewed with your Senior. 
b Workpapers reflect applicable parts 
of current pronouncements so that re-
view notes do not have to call atten-
tion to items you missed. 
c Your own technical weaknesses are 
assessed by you, and that data used 
to form plans for additional study 
and research. 
d Interests are developed in special-
ized industries and you read current 
literature in that area. 
Able to perform: 5-7 courses (1/2 3303, 4303, l/2 4503, 5003, 
5203, 5303, 5503). 
Background only: 7-10 courses (3203, l/2 3303, 3403, 4003, 4203, 
l/2 4403, l/2 4503, 4603, 5013, 5023). 
Behavioral Objective #57. 
Task 
Use firm-provided ref-
erence materials. 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
a Items about which you are not sure 
are identified. 
b Answers are obtained from reference 
materials. 
c Your own reference files are kept 
up-to-date. 
d Reference materials are taken with 
you on-the-job. 
e Knowledge of other firm members is 
used for reference purposes. 
2-4 courses (l/2 3303, l/2 4503, 5003, 5503). 
5-7 courses (l/2 3403, 4003, 4303, l/2 4503, 
4603, 5013, 5403). 
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Behavioral Objective #58. 
Task 
Take maximum advantage 
of in-firm training. 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
a All pre-assigned reading or other 
work is done prior to class meetings. 
bAll class sessions are attended; you 
are an active participant. 
c All assigned homework is thoroughly 
prepared during training. 
d The evaluation you receive is compe-
tent or better. 
e Subject matter of training sessions 
is applied to all appropriate future 
assignments. 
2-4 courses (1/2 3303, 4303, 1/2 4503, 5503). 
4-5 courses (l/2 4003, 4603, 5003, 5303, 5403). 
Behavioral Objective #59. 
Task 
Ask for assistance 
when you need it. 
Course Assessments:· 
Performance Criteria 
a Situations are identified which are 
beyond your current ability to handle. 
b Senior reviews situation with you. 
c Agreed upon plan is followed. 
Able to perform: 6-10 courses (3203, l/2 3303, l/2 3403, 
1/2 4003, 4203, 4303, l/2 4503, 4603, 5003, 
5503). 
Background only: 4-8 courses (2103, 2203, l/2 3303, l/2 4003, 
l/2 4403, 1/2 4503, 5013, 5403). 
Behavioral Objective #60. 
Task 
Develop self-confidence 
as an auditor. 
Performance Criteria 
a You keep knowledgeable and up-to-
date in your profession. 
b A wide variety of people find you 
easy to deal with. 
c You are not afraid to admit that you 
don•t know (but remember, you can 
find out!). 
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Behavioral Objective #60 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
2-3 courses (l/2 4503, 4603, 5503). 
2-3 courses (3203, 4203, l/2 4503). 
Behavioral Objective #61. 
Task 
Be active in professional 
organizations. 
Course Assessments: 
Performance Criteria 
a Organizations in which you are inter-
ested are identified. 
b Certain organizations are joined. 
c Organizations you join also receive 
your active participation. 
Able to perform: 0-1 cours~ (l/2 4503). 
Backgro~nd only: 
Reference Material: 
8-11 courses (3203, l/2 3303, l/2 4003, 4203, 
4303, l/2 4403, 4603, 5023, 5203, 5303, 5503). 
"Be sure you•re interested before joining an organization. Don•t join just for the sake of joining ... (from a Senior) 
11 Think about outside activities. Pick an area and get involved. 
Feel comfortable in the professional organization you join--contribute, 
participate ... {from a Manager) 
Behavioral Objective #62. 
Task 
Maintain a professional 
appearance. 
Performance Criteria 
a Your dress and grooming are appro-
priate for the situations in which 
you find yourself; you appear well-
groomed, neat, professional-looking. 
b You are aware that the first impres-
sion you make is visual and usually 
influences the reception you will 
receive. 
c The dress and grooming habits and 
customs among Seniors and Supervisors 
in your firm are observed as a 
guide. 
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Behavioral Objective #62 (Cont.). 
Course Assessments: 
Able to perform: 
Background only: 
Performance Criteria 
d Any comments about your appearance 
are neutral or positive. 
e Your individuality is maintained; you 
don't try to be something (or someone) 
you're not. 
3-4 courses {l/2 4503, 4603, 5303, 5503). 
7-8 courses (2103, 2203, 3203, l/2 3403, 4203, 
4303, 5003, 5023). 
Behavioral Objective #63. 
Task 
Develop a business 
sense. 
Course Assessments: 
Ab 1 e to perform: 
Background only: 
Reference Material: 
Performance Criteria 
a You develop the ability to partici-
pate in general business conversa-
tions intelligently by being aware 
of general business conditions and 
basic economic relationships. 
b Audit procedures and results are 
judged in light of the current busi-
ness environment. Ask yourself, 
"Does this make sense in light of 
what I know?" 
2 courses (4303, 5503). 
13-14 courses (3203, 3303, 3403, 4003, 4203, 
l/2 4403, 4503, 4603, 5003, 5013, 5023, 5203, 
5303, 5403). 
"Task #63 is very important for a good auditor. The behavioral 
objectives in total do not emphasize the businessman's approach to 
auditing enough, in my opinion. It is important that the staff audi-
tor raise his head from all the detail work and ask himself, regularly, 
'Do these procedures and results make sense?'" (from a Senior) 
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Summary 
The study produced two principal types of data which this chapter 
presented. First, the methodology developed 63 behavioral objectives 
to describe the role of a staff auditor in public accounting using in-
formation collected by interviews and questionnaires from practitioners. 
Contributors included 89 individual professionals from 14 Oklahoma 
offices of nine different public accounting firms. Second, the meth-
odology asked the 13 OSU Accounting Department faculty members to 
assess courses which each one taught in order to evaluate all 19 
regularly-presented accounting courses in terms of the behavioral ob-
jectives from practice. The instructor(s) designated to evaluate each 
course determined the extent to which that course covered the behav-
ioral objectives. All of the data which the study collected about 
each behavioral objective appeared in. the last part of this chapter, 
arranged in order of behavioral objective number. Analysis of the 
study data follows in Chapter V. 
CHAPTER V 
ANALYSIS OF RESULTS 
Overview 
Chapter V presents an analysis of the results of the study only, 
with conclusions and recommendations appearing in Chapter VI. The 
study separated the analysis into five areas and designated them 11A11 
through 11 E... These analytical areas dealt with both the behavioral 
objectives developed from practitioners and the study's example of 
their use by faculty members to assess accounting courses. 
The first three analytical areas considered various aspects of 
the behavioral objectives. The behavioral objectives resulted from 
in-depth interviews with eight category A supervisors and eight mana-
gers, confirmed and supplemented with questionnaire responses from 
73 category B supervisors. The nature of the study (i.e., the de-
velopment of a composite list of behavioral objectives) permitted 
inclusion of all relevant data provided by the practitioners, either 
in a task statement, in the associated performance criteria or in 
reference material. The number of participants and the process which 
used a 11 of the re 1 evant data co 11 ected from them provided cons i d-
erable satisfaction that the 63 behavioral objectives effectively 
described the role of staff auditors in the participating employers' 
organizations. Analytical areas A through C concentrated on the 
behavioral objectives. 
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A Similarities and differences among participating employ-
ers as indicated by the behavioral objectives. 
B The relationships among the behavioral objectives in 
terms of scope, importance and frequency of assignment. 
C Possible uses of the behavioral objectives. 
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The other two analytical areas dealt with the study's example of 
the use of the behavioral objectives by accounting faculty members as 
an additional tool for assessing courses. Each accounting course at 
Oklahoma State University (OSU) received an assessment in terms of the 
behavioral objectives from the one or two faculty members who were suf-
ficiently well acquainted with the course to provide a meaningful eval-
uation. The scarcity of qualified assessments for each course reduced 
their usefulness. Some behavioral objectives such as #16, "Prepare 
trial balance," permitted rather clear-cut decisions as to a course's 
coverage. Other behavioral objectives such as #50, "Develop and main-
tain a professional attitude," required a great deal of interpretation 
on the part of faculty members who made determinations about a course's 
coverage. The scarcity of qualified assessments available per course 
plus the need for faculty members to make interpretations provided 
only limited satisfaction with the analysis in areas D and E. However, 
these data restrictions did not diminish the value of the individual 
faculty member's contribution nor negate the usefulness of the behav-
ioral objectives as a communications link between practitioners and 
academicians. Users of the study should keep in mind the limitations 
of course assessment data when reviewing analytical areas D and E. 
D Coverage of the behavioral objectives by a typical OSU 
BS program in accounting. 
E Coverage of the behavioral objectives by a typical OSU 
MS program in accounting. 
Similarities and Differences Among Partici-
pating Employers as Indicated by the 
Behavioral Objectives (A) 
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This analysis considered the similarities and differences among 
the participating employers with regard to their expectations of staff 
auditors• on-the-job performance as indicated by the behavioral objec-
tives. Source data for the behavioral objectives included both in-
depth interviews and questionnaire responses from supervisors and 
managers of participating employers. 
In-depth interviews with category A supervisors and managers in 
one office of each of four participating employers provided the primary 
sources of input about the behavioral objectives. The analysis exam-
ined the data from the individuals in each of these four offices on 
an office-by-office basis. The examination did not reveal differences 
among these four offices in terms of the behavioral objectives for 
staff auditors. Differences existed among'the four offices as to 
terminology and office procedures, but these differences did not af-
fect the behavioral objectives. 
Some differences in expectations about staff auditors• performance 
existed among the eight individual category A supervisors. These dif-
ferences seemed to be the result of the individual supervisor's style 
and method of dividing work rather than differences in the offices• or 
participating employers• expectations about staff auditors• perfor-
mance. Some category A supervisors insisted that staff auditors check 
with the supervisor before having any non-routine discussion with 
client management personnel; other supervisors did not. Some category 
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A supervisors performed all of the computer-related work, while other 
supervisors encouraged staff auditors to do as much computer-related 
work as possible. 
The questionnaire responses from 73 category B supervisors (Table 
IV) represented all 14 Oklahoma offices of the nine participating em-
ployers and provided secondary sources of input about the behavioral 
objectives. Thirty-eight of the category B supervisors suggested ad-
ditional performance criteria or additions to the reference material 
for the already-developed behavioral objectives. Seventeen of these 
suggestions proved relevant and the presentation of study data in-
cluded them. None of the 38 suggestions indicated any differences 
among the 14 offices of the nine participating employers in terms of 
performance expectations for staff auditors. One suggestion read, 
111 0n time' should be added ... Another stated, 11This is very important! .. 
Analysis of the sources of data which provided input from which 
to develop the behavioral objectives showed commonality of expecta-
tions about staff auditors' performance among the 14 offices of the 
nine participating employers. The category A and B supervisors and 
the managers in the 14 offices seemed to agree that the composite 
list of 63 behavioral objectives effectively described the position 
of staff auditor. Differences existed among individual category A 
supervisors in terms of style and method of dividing work. 
The Relationships Among the Behavioral Ob-
jectives in Terms of Stope, Importance 
and Frequency of Assignment (B) 
The study revealed considerable information about the scope of 
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a staff auditor's duties which the following paragraphs present. For 
reasons subsequently reviewed in the analysis, the study did not meas-
ure either importance or frequency of assignment; however, information 
developed during the study provided a basis for general comments about 
both. 
Scope 
Scope indicated the different areas of work-associated activity 
encompassed by the behavioral objectives. As shown in Table III, the 
behavioral objectives divided logically into technical, interpersonal 
and professional development tasks. Additional classifications seemed 
appropriate Jn the technical and interpersonal categories. 
The term "technical .tasks 11 related to the behavioral objectives 
associated with the application of accounting (including auditing) 
concepts, principles and standards to the job situation. Over half 
(35 out of 63) of the behavioral objectives fell into the category 
of technical tasks. The technical tasks separated into three addi-
tional classifications: (1) preparation for audit test work, (2) 
audit test work and (3) documentation of audit test work. 
The term "interpersonal tasks" related to the behavioral objectives 
associated with the staff auditors' dealings with other individuals and 
the desired effect of these dealings on staff auditors' on-the-job 
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performance. Eighteen (out of 63) of the behavioral objectives 
qualified as interpersonal tasks. Within this category, three addi-
tional classifications of interpersonal tasks emerged: (1) those 
associated with client personnel, (2) those associated with firm 
personnel and (3) those of a general nature, not restricted to either 
client or firm personnel. 
The term 11 professional development tasks .. related to the behav-
ioral objectives dealing with the responsibilities of staff auditors 
to develop, maintain and improve theii competence as certified public 
accountants. Ten (out of 63) of the behavioral objectives received 
designations as professional development tasks. No additional classi-
fications seemed appropriate within this category. 
Considering all of the work-related activities embraced by the 
technical, interpersonal and professional development tasks, the scope 
' , .. 
of the behavioral objectives seemed extremely broad. The technical 
tasks demanded more than procedural competence in accounting. They 
also required the ability to identify and use a variety of data 
sources, and to properly record the procedures followed and the re-
sults obtained. Interpersonal tasks emphasized the need for staff 
auditors to deal effectively with individuals from widely diverse or~ 
ganizational positions and income levels. Because of the service 
nature of public accounting, these relationships directly affected 
staff auditors' on-the-job performance. The professional development 
tasks imposed obligations on staff auditors for self-improvement and 
keeping up-to-date with the continual modifications of accounting 
standards by the profession, regulatory agencies and legal authorities. 
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Importance 
Importance referred to the relative importance of a given behav-
ioral objective when compared with all of the other behavioral objec-
tives. The study did not measure importance because interviewcomments 
from the category A supervisors indicated that the importance of a 
given behavioral objective could vary with each supervisor-staff 
auditor combination. The category A supervisors mentioned three fac-
tors which could cause the variation: (1) characteristics of the 
work situation, (2) requirements from the supervisor•s immediate su-
perior and (3) on-the-job performance by the staff auditor. 
During the in-depth interviews, most category A supervisors re-
sponded to questions about importance of a given behavioral objective 
by saying, 11 That depends on the work situation. 11 One supervisor men-
tioned a new client engagement in which learning about the client con-
stituted one of the staff auditor•s critical tasks. In this case, 
Behavioral Objective #1, 11 Understand the client and the client•s bus-
iness,11 could have been considered the most important. Another super-
visor cited the situation of a small client where one long-service 
clerical employee kept most of the accounting records and knew the 
company•s history intimately. The supervisor believed that getting 
along well with this one employee determined the staff auditor•s 
success on the engagement. Behavioral Objective #39, 11 Develop and 
maintain effective working relationships with client clerical person-
ne 1 , 11 might have been the mast i mpo rtan t. 
Some supervisors stated that the requirements of their immediate 
superiors dictated the importance of different tasks. One supervisor 
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said that his manager placed special emphasis on workpapers. Behav-
ioral Objective #29, 11 Prepare workpapers, .. could have been the most 
important for staff auditors working in that manager's area. 
Other category A supervisors commented that the on-the-job per-
formance of an individual staff auditor sometimes indicated the im-
portance of a behavioral objective. One supervisor observed, 11 If I 
constantly am having trouble with a staff auditor's written comments, 
then for that staff auditor the behavioral objective having to do 
with effective writing would be the most important. .. 
During the interviews with the category A supervisors and man-
agers, each of the individuals emphasized the need for staff auditors 
to write well. These practitioners expressed dissatisfaction with 
the writing ability of most newly-employed staff auditors with whom 
they had worked. Effective writing proved to be the task most con-
sistently stressed by the interviewees. 
An analysis of the category A supervisors' comments about im-
portance during the in-depth interviews revealed that the behavioral 
objectives did not lend themselves to meaningful ranking in terms of 
importance. Remarks made by managers during their interviews sup-
ported this conclusion. Consequently, the study did not measure 
importance. 
Frequency of Assignment 
Frequency of assignment referred to the relative frequency of 
assignment of a given behavioral objective when compared with all of 
the other behavioral objectives. The study did not measure frequency 
of assignment because, as with importance, the interviews with 
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practitioners indicated that frequency of assignment caul d vary with 
each supervisor-staff auditor combination. 
During the in-depth interviews, most category A supervisors and 
managers responded to questions about frequency of assignment of the 
behavioral objectives to staff auditors by saying, "That depends on 
the work situation. 11 Most of the interviewees stated that staff 
auditors usually received assignments to tasks which related to the 
performance of detailed audit tests, e.g., examination of vouchers, 
observation of inventory and collection of other audit evidence. 
The greater frequency of assignment of detailed audit test-
related tasks to staff auditors did not negate the usefulness of the 
composite list of 63 behavioral objectives. The composite .list com-
prised the total expectations of staff auditors by participating 
employers and indicated the limits of staff auditors' assignments. 
Possible Uses of the Behavioral Objectives (C) 
The study did not explicitly seek to determine possible uses for 
the behavioral objectives which described the role of a staff auditor. 
The methodology assumed one application in order to demonstrate the 
usefulness of the behavioral objectives as a communications link be-
tween practitioners and academicians. That one use involved the OSU 
accounting faculty members' assessing their courses in terms of the 
behavioral objectives. Several additional possible applications 
emerged as the study progressed. Some of the possible uses related 
to participating employers and others related to accounting faculties. 
The following paragraphs discuss these possible uses. 
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Some of the additional possible uses related to participating 
employers. Three of the category A supervisors said that their re-
view of the behavioral objectives had caused them to think about their 
expectations of staff auditors in greater detail and with more spec-
ificity than before. This suggested that participating employers 
could use the behavioral objectives as a part of job descriptions for 
staff auditors. The list of 63 behavioral objectives could provide 
supervisors with input from which to construct individually-tailored 
job descriptions. Supervisors might use the study data in one of 
three ways: (1) to select tasks and associated performance criteria 
directly from the composite list, (2) to 'modify behavioral objectives 
from the list or (3) to serve as a model from which to develop other 
behavioral objectives. Any of these approaches could produce relevant 
job descriptions for the wide variety of supervisor-staff auditor work 
situations which exist in actual practice. 
The use by participating employers of behavioral objectives in 
job descriptions could yield spin-off benefits in performance reviews, 
salary administration practices and continuing education programs. 
Performance review evaluations and associated comments about staff 
auditors could reflect the detail and specificity inherent in the 
behavioral objectives. Follow-up supervisor-staff auditor discussions 
could focus on actual performance compared with previously agreed upon 
performance criteria and stimulate relevant, two-way communications. 
If performance reviews influence salary and promotional considera-
tions in a participating employer's organization, the behavioral 
objectives would contribute to effective salary administration. If 
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the evaluation of individual staff auditors relates to the behavioral 
objectives, performance criteria could provide a basis for identifying 
deficiencies. The deficiencies attributable to 11 don•t know how to 11 
would indicate learning needs. If thes·e same job-related performance 
criteria provide some of the instructional objectives in the firm's 
continuing education programs, the behavioral objectives would link 
on-the-job supervisors with the participating employer's continuing 
education staff. Such linkage would resemble the communications link-
age between practitioners and academicians which the study demonstrated. 
Some of the additional possible uses of the behavioral objectives 
related to accounting faculties. Some accounting faculty members 
counsel students. The composite list could provide information about 
entry-level professional work in public accounting to students who 
make inquiries about that professional field. The behavioral objec-
tives could assist students who express interest in public accounting 
in making decisions about elective courses~ extracurricular activities 
and summer employment opportunities .• 
This discussion about the possible uses of the behavioral objec-
tives does not purport to be exhaustive. It does suggest that the 
behavioral objectives which described the rcile of a staff auditor in 
public accounting have several possible uses in participating employ-
ers• organizations and in universities• departments of accounting. 
Coverage of the Behavioral Objectives by a 
Typical OSU BS Program in Accounting (D) 
Acknowledging the scarcity of course assessments plus the need 
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for faculty members to make interpretations, the analysis in this area 
examined the coverage of the behavioral objectives offered by 10 
accounting courses in a typical OSU BS program. Table V lis.ts these 
10 courses. The analysis considered four topics: quality of coverage, 
extent of "able to perform" coverage, intensity of coverage and cov-
erage provided by each of the 10 courses. 
Quality of Coverage 
The first topic analyzed the quality of coverage of the behavioral 
objectives. Course assessment data from the faculty members specified 
the quality of coverage by using the designations "able to perform11 
and "background only." Other assessments received the designation 
11 not related. 11 The assessment of a course in terms of a given behav-
ioral objective as 11 able to perform" indicated students' ability to 
accomplish a specified task according to the associated performance 
criteria. Because of differences in interpretations, the 11 able to 
perform" competence level assessed by one faculty member may not have 
met someone else's "able to perform•i expectations. Two courses as-
sessed as offering "able to perform 11 coverage of the same behavioral 
objective provided desirable additional assurance of students' abil-
ity with respect to that behavioral objective. 11 Able to perform" 
coverage of a behavioral objective in more than two courses may have 
indicated unnecessary overlap unless such repetition resulted from 
the nature of the subject. For example, Behavioral Objective #16, 
"Prepare trial balance," received "able to peform 11 designations in 
several courses because of that subject's basic nature in the account-
ing process. 
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Extent of "Able to Perform" Coverage 
The second topic examined the extent of "able to perform" cover-
age provided by the accounting courses in each of the seven behavioral 
objective classifications. Table VIII presents the appropriate data. 
Table VIII shows that two of the 12 behavioral objectives in 
Classification I received "able to perform" designations in one of 
the 10 accounting courses. In the same row, the table indicates that 
a total of eight (out of 63) of the behavioral objectives received 
"able to perform" coverage in one of the 10 courses. 
This topic described the extent of "able to perform 11 coverage by 
using the terms "extensive," .. moderate" and 11 limited." Extensive 
indicated the possibility of coverage of more than half of the behav-
ioral objectives within a classification in two or more accounting 
courses. Limited meant the possibility of coverage of less than half 
of the behavioral objectives within a c1assification in one or more 
courses. Moderate inc 1 uded a 11 coverages other than extensive and 
limited. For a typical OSU BS program, Table VIII shows extensive 
coverage for Classification II,and limited coverage for each of the 
other six classifications. No classification received moderate 
coverage. 
Intensity of Coverage 
The third topic analyzed intensity of coverage by indicating the 
number of behavioral objectives which received 11able to perform 11 cov-
erage in two or more accounting courses, in at 1 east one course and 
in no course at all. Table VIII provides the data. 
Number of 
Accounting 
TABLE VIII 
SUMMARY OF THE EXTENT OF "ABLE TO PERFORM" COV-
ERAGE PROVIDED BY TEN ACCOUNTING COURSES IN 
A TYPICAL OSU BS PROGRAM IN EACH OF THE 
SEVEN BEHAVIORAL OBJECTIVE 
CLASSIFICATIONS* 
Number of Behavioral Objectives Receiving 
"Able to Perform" Coverage 
Courses Pro- 10 Profes-
vi ding "Able 35 Technical 18 Interper- sional Devel-
to Perform" Tasks sana 1 Tasks ogment Iasks 
Coverage** I*** II III IV v VI VII 
6-8 1 
4-7 
3-7 1 
4-6 1 
3-6 1 
4 1 
3-4 1 
2-4 l 1 
l-4 1 
3 1 
2-3 
1-3 1 2 
0-3 1 
0-2 1 1 
l 2 4 1 1 
0-1 4 1 2 1 3 5 
0 6 2 2 5 4 2 
Totals: 12 16 7 6 5 7 10 
*Table V lists the 10 courses in a typica 1 OSU BS program. 
115 
Total 
1 
1 
1 
1 
1 
1 
1 
2 
1 
1 
1 
3 
1 
2 
8 
16 
21 
63 
**Ranges of coverage occurred when two faculty members assessed 
a course and their assessments for that course differed. 
***Table III identifies the seven behavioral objective classifi-
cations. 
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Considering the behavioral objectives in total, and using the 
smaller numbers from the ranges of coverage in Table VIII, about one-
sixth (11 out of 63) of the behavioral objectives obtained "able to 
perform" designations in at least two courses and about one-third 
(23 out of 63), in at least one course. Forty of the behavioral ob-
jectives did not receive any "able to perform .. coverage. Using the 
larger numbers from the ranges in Table VIII, about one-third (18 
out of 63) of the behavioral objectives achieved "able to perform" 
assessments in at least two courses and two-thirds (42 out of 63), 
in at least one course. The remaining 21 behavioral objectives did 
not achieve any 11 able to perform" assessments. This meant that stu-
dents in a typical OSU BS program had a high degree of assurance of 
learning to perform proficiently from 11 to 18 of the 63 behavioral 
objectives because that number received "able to perform" coverage 
in at least two courses. Students could have expected to learn to 
perform from 23 to 42 of the behavioral objectives (which included 
the 11 to 18) since that number obtained an "able to perform" assess-
ment in at least one course. 
Table IX supports the foregoing analysis by providing detailed 
information about the 11 able to perform 11 coverage of the behavioral 
objectives within each of the seven classifications. Table IX also 
introduces the "background only" coverage data for the 10 accounting 
courses in a typical OSU BS program. 
Table IX shows that Behavioral Objective #9, "Update systems 
documentation and program for minor changes," Classification I (Tech-
nical Tasks - Preparation for Audit Test Work), obtained 11 able to 
TABLE IX 
DETAILED "ABLE TO PERFORW AND "BACKGROUND ONLY" 
COVERAGE PROVIDED BY TEN ACCOUNTING COURSES 
IN A TYPICAL OSU BS PROGRAM IN EACH OF 
THE SEVEN BEHAVIORAL OBJECTIVE 
CLASSIFICATIONS 
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Number of Accounting 
Behavioral Objective Number and 
Short Title* 
I. Technical Tasks - Preparation for Audit 
Test Work 
9 Update systems documentation and program 
for minor changes 
7 Assist to prepare audit program for a 
major accounting area 
1 Understand client's business 
11 Assist to evaluate systems of internal 
control by major system 
12 Assist to prepare audit test plan 
4 Organize preliminary confirmation pro-
gram 
2 Know impact of regulatory agencies 
10 Prepare systems documentation and audit 
program in area of major change or 
for new client 
3 Assist to organize and collect files 
and supplies 
8 Obtain specific work assignment 
5 Assist to organize material to be pro-
vided by client personnel 
6 Prepare for a specific audit assignment 
II. Technical Tasks - Audit Test Work 
16 Prepare trial balance 
21 Make calculations 
28 Develop systematic approach to problem 
solving 
17 Prepare or obtain revenue and expendi-
ture schedules by client's major cate-
gories 
19 Reconstruct complex transactions 
26 Produce high quality work 
20 Maintain attitude of skepticism 
27 Assume responsibility 
24 Apply GAAP 
Courses Out of 10** 
Able to Background 
Perform Only 
Coverage Coverage 
1 3 
1 0 
0-1 7-8 
0-1 3-4 
0-1 1-2 
0-1 0-1 
0 8 
0 4 
0 2-3 
0 2-3 
0 1-2 
0 1 
6-8 0-2 
4-6 3-4 
3-6 4-5 
4 4 
2-4 2-4 
1-4 6.,-7 
3 3-4 
1-3 3-4 
0-3 4-6 
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TABLE IX (Continued) 
Number of Accounting 
Courses Out of 10** 
Able to Background 
Behavioral Objective Number and 
Short Title* 
Perform Only 
Coverage Coverage 
II. Technical Tasks- Audit Test Work (Cont.) 
15 Recognize material items 1 
14 Perform detailed account balance and 
transaction testing 1 
18 Gather relevant information from on·-
going operating systems 1 
25 Apply GAAS 1 
13 Organize work assignments 0-1 
23 Handle statistics 0 
22 Handle computer data 0 
III. Technical Tasks - Documentation of 
Audit Test Work 
33 Prepare adjusting journal entry 
30 De!OOnstra te techni ca 1 competence 
31 Demonstrate analytical ability 
29 Prepare workpapers 
35 Complete assignment 
32 Write effectively 
34 Prepare conclusions for major areas 
IV. Interpersonal Tasks - Client Per-sonnel 
40 Handle client questions 
39 Maintain effective relationships with 
client clerical personnel 
36 Work effectively with wide variety of 
clients 
37 Deal effectively with all levels of 
client personnel 
38 Maintain effective relationships with 
client managerial personnel 
41 Develop techniques to handle conflict 
V. Interpersonal Tasks - Firm Personnel 
46 Accept constructive criticism 
44 Relate effectively to other firm 
staff personnel 
43 Relate effectively to your Senior 
42 Relate effectively to firm's management 
45 Assist Senior to supervise others 
4'-'7 
3-4 
2-3 
0-1 
0-1 
0 
0 
0-2 
0 
0 
0 
0 
0 
0-1 
0 
0 
0 
0 
5-6 
3 
2-3 
1 
4 
4-5 
3-4 
2-4 
3-4 
6 
3-4 
2-3 
8 
1 
4-5 
5 
3-4 
3 
3 
3 
8 
5-6 
5 
3-4 
3 
TABLE IX (Continued) 
Behavioral Objective Number and 
Short Title* 
VI. Interpersona 1 Tasks - Genera 1 
53 Work effectively under time pressure 
51 Communicate effectively orally 
52 Develop effective question-asking 
technique 
49 Maintain professional demeanor 
50 Maintain professional attitude 
47 Relate effectively to non-firm and 
non-client individuals 
48 Deal effectively with changing inter-
personal situations 
VII. Professional Development Tasks 
59 Ask for assistance when you need it 
56 Keep up-to-date with professional 
1 i terature 
60 Develop self-confidence as an auditor 
57 Use firm-provided reference materials 
58 Take advantage of in-firm training 
63 Develop a business sense 
62 Maintain a professional appearance 
61 Be active in professional organiza-
tions 
55 Plan for your personal development 
54 Make on-the-job performance consistent 
with goals 
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Number of Accounting 
Courses Out of 10** 
Able to Background 
Perform Only 
Coverage Coverage 
2-4 
1 
0-l 
0-l 
0-1 
0 
0 
3-7 
l-3 
0-l 
0-2 
l-3 
l 
0-l 
0-1 
0-1 
0-l 
6-7 
8-9 
8-9 
6 
6 
4-6 
4-5 
3-5 
5-6 
2-3 
3 
0-1 
6-7 
5-6 
4-5 
2-4 
1-4 
*Behavioral objectives are listed in descending order of "able 
to perform" coverage within Classifications I - VII. 
**Ranges of coverage occurred when two faculty members assessed 
a course and their assessments for that course differed. 
perform 11 coverage in one accounting course and 11 background only 11 
coverage in three courses. Within each classification, the table 
presents the behaviora 1 objectives in descending order of 11 abl e to 
perform 11 coverage. 
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If users of the study have interest in the behavioral objectives 
which did not receive any 11 able to perform 11 coverage, they can use 
Table IX to identify such behavioral objectives and to determine the 
amount of 11 background only .. coverage each obtained. Even though a 
certain behavioral objective did not receive any 11 able to perform 11 
designations in the courses, more than one 11 background only .. assess-
ment may have equated to 11 able to perform. 11 Logic suggests that the 
more 11 background only 11 assessments, the more likely 11 able to perform11 
equivalency would have resulted. Behavioral Objective #32, 11 Write 
effectively, .. did not obtain an 11 able to perform .. designation in any 
of the 10 courses, but faculty members assessed eight courses as pro-
viding .. background only .. information for #32. That amount of 11 back-
ground only 11 coverage may have equated to 11 able to perform .. for 
Behavioral Objective #32. 
Coverage Provided by Each of the Ten Courses 
The fourth topic indicated the coverage of the behavioral objec-
tives provided by each of the 10 accounting courses in a typical OSU 
BS program. Table X shows hOw each course contributed to developing 
students' proficiency to perform the behavioral objectives. 
Table X shows that Course 4503 (Auditing) provided 11 able to 
perform11 coverage for 10-27 of the behavioral objectives and 11 back-
ground only .. coverage for 33-46. Ranges of coverage occurred when 
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two faculty members assessed a course and their assessments for that 
course differed, as was the case with Courses 3303, 3403, 4003, 4403 
and 4503. 
Accounting 
Course 
Number* 
4503 
3303 
4303 
3203 
4203 
3403 
4003 
4403 
2103 
2203 
TABLE X 
SUMMARY OF 11 ABLE TO PERFORM" AND "BACKGROUND 
ONLY" COVERAGE OF THE BEHAVIORAL OBJEC-
TIVES BY THE TEN ACCOUNTING COURSES 
IN A TYPICAL OSU BS PROGRAM 
Number of Behavioral 
Objectives Out of 63** 
Able to Background 
Perform Only 
Course Description Coverage Coverage 
Auditing 10-27 33-46 
Financial Accounting I 3-16 12-28 
Fiduciary and Institutional 
Accounting 12 18 
Budgetary Control and Cost Analysis 11 40 
Cost Determination and Control, 
and Special Topics 11 40 
Financial Accounting II 2-9 15-25 
Fundamentals of -Federal Taxation 0-6 15-22 
Accounting for Consolidations 0-3 0-26 
Principles of Accounting I 1 21 
Pri nci pl es ·of Accounting II 1 21 
*Courses are 1 i sted in descending order of "able to perform" cov-
erage, using the greater coverage in cases where two faculty members 
assessed a course differently. 
**Ranges of coverage occurred when two faculty members assessed a 
course and their assessments for that course differed. 
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Table X reveals substantial differences in 11 able to perform 11 and 
"background only" coverages among the 10 courses. Course 4503 (Audit-
ing) received an assessment indicating that it provided 11 able to per-
form11 competence in 27 behavioral objectives, more than any other 
course. Two courses, 4003 (Fundamentals of Federal Taxation) and 4403 
(Accounting for Consolidations), each received an assessment stating 
that the course did not offer s~udents any 11 able to perform 11 coverage. 
"Background only 11 designations varied from a high of 46 for 4503 
(Auditing) to a low of zero for 4403 (Accounting for Consolidations). 
When considering the variety among the 10 accounting courses which 
comprised a typical OSU BS program, it did not seem unusual to have 
considerable variations in the numbers of "able to perform 11 and 11 back-
ground only 11 assessments. An undergraduate coursein Auditing (4503) 
could have been expected to have greater relevance to staff auditors' 
initial assignments than Fundamentals of Federal Taxation (4003). One 
faculty member's assessment of Accounting for Consolidations (4403) 
raised doubts as to its validity because the instructor indicated that 
the course did not offer any 11 able to perform" or 11 background only 11 
coverage of the behavioral objectives. However, because the analysis 
reported all assessment data by using ranges of coverage, that ques-
tionable evaluation remained in the study data. 
Coverage of the Behavioral Objectives by a 
Typical OSU MS Program in Accounting (E) 
The analysis in this area examined the coverage of the behavioral 
objectives by a typical OSU MS program in accounting. The courses 
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in such a program comprised all 10 accounting courses in a typical 
OSU BS program plus five additional graduate-level accounting courses. 
Table V lists these 15 MS program courses. The analysis considered 
five topics: applicable comments from analysis of the BS program, 
extent of 11 able to perform .. coverage, intensity of coverage, coverage 
provided by each of the 15 courses and comparison of the MS program 
coverage with that of the BS program. 
Applicable Comments From Analysis of the 
BS Program 
The first topic summarized comments from analytical area D con-
cerning a typical OSU BS program which also applied to a typical OSU 
MS program considered in this area. Users of the study should keep 
in mind the limitations of the analysis attributable to the scarcity 
of course assessments plus the need for faculty members to make inter-
pretations about the behavioral objectives. The assessment of two 
courses as providing 11 able to perform .. coverage of a behavioral ob-
jective offered added assurance of students• proficiency with respect 
to that behavioral objective. Finally, more than one 11 background 
only 11 designation for ,a behavioral objective may have equated to 11 able 
to perform 11 coverage for that behavioral objective. 
Extent of 11 Able to Perform 11 Coverage 
The second topic examined the extent of 11 able to perform .. cover-
age provided by the 15 accounting courses in each of the seven behav-
ioral objective classifications. Table XI presents the appropriate 
data. 
Number of 
Accounting 
Courses Pro-
TABLE XI 
SUMMARY OF THE EXTENT OF "ABLE TO PERFORM" COV-
ERAGE PROVIDED BY FIFTEEN ACCOUNTING COURSES 
IN A TYPICAL OSU MS PROGRAM IN EACH OF 
THE SEVEN BEHAVIORAL OBJECTIVE 
CLASS! FICATIONS* 
Number of Behavioral Objectives Receiving 
11 Able to Perform" Coverage 
1 0 Profes-
viding 11 Able. 35 Technical 18 Interper- sional Devel-
to Perform11 Tasks sonal Tasks o~ment Tasks 
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Coverage** I*** II I I I IV v VI VII Total 
7-9 2 2 
6-9 1 1 2 
5-9 1 1 
6-7 l 1 
5-7 1 1 
4-7 1 1 
5-6 1 1 
4-6 1 1 
5 1 1 
3-5 1 1 
2-5 1 1 
4 . 1 2 
2-4 . 1 1 2 4 
3 1 1 2 
2-3 1 2 2 5 
2 2 2 1 5 
1-2 3 1 1 6 
1 2 2 1 5 
0-l l 1 l 2 5. 
0 4 1 1 4 4 2 16 
Totals: 12 16 7 6 5 7 10 63 
*Table V lists the 15 courses in a typical OSU MS program. 
**Ranges of coverage occurred when two faculty members assessed 
a course and their assessments for that course differed. 
***Table III identifies the seven behavioral objective classifi-
cations. 
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Table XI shows that two of the 12 behavioral objectives in Classi-
fication I received liable to perfonn 11 designations in two of the 15 
accounting courses. In the same row, the table indicates that a total 
of five (out of 63) of the behavioral objectives received 11 able to 
perform .. coverage in two of the 15 courses. 
The analysis described the extent of 11 able to perform .. coverage 
by using the terms 11 extensive, 11 11 moderate 11 and 11 limited, 11 defined on 
page 114 in connection with the BS program. For a typical OSU MS 
program in accounting, Table XI shows extensive coverage of the be-
havioral objectives in Classifications II, III, VI and VII, and limited 
coverage in each of the other three classifications. No classifica-
tion received moderate coverage .. 
Intensity of Coverage 
The third topic analyzed intensity of coverage by indicating the 
number of behavioral objectives which received 11 able to perform .. cov-
erage in two or more accounting courses, in at least one course and 
in no course at all. Table XI provides the data. 
Considering the behavioral objectives in total, and using the 
smaller numbers from the ranges of coverage in Table XI, about one-
half (31 out of 63) of the behavioral objectives obtained "able to 
perform 11 designations in at least two courses and two-thirds (42 out 
of 63), in at least one course. Twenty-one of the behavioral objec-
tives did not receive any 11able to perform 11 coverage. Using the 
larger numbers from the ranges in Table XI, over one-half (37 out of 
63) of the behavioral objectives achieved 11 able to perform11 assess-
ments in at least two courses and over two-thirds (47 out of 63), in 
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at least one course. The remaining 16 behavioral objectives did not 
achieve any 11 able to perform 11 assessments. This meant that students 
in a typical OSU MS program had a high degree of assurance of learn-
ing to perform proficiently from 31 to 37 of the 63 behavioral ob-
jectives because that number received 11 able to perform 11 coverage in 
at least two courses. Students could have expected to learn to per-
form from 42 to 47 of the behavioral objectives (which included the 
31 to 37) since that number obtained an 11 able to perform 11 assessment 
in at least one course. 
Table XII supports the foregoing analysis by providing detailed 
information about the 11 able to perform" coverage of the behavioral 
objectives within each of the seven classifications. Table XII also 
introduces the 11 background only" coverage data for the 15 accounting 
courses in a typical OSU MS program. 
TABLE XII 
DETAILED "ABLE TO PERFORM" AND "BACKGROUND ONLY" 
COVERAGE PROVIDED BY FIFTEEN ACCOUNTING 
COURSES IN A TYPICAL OSU MS PROGRAM IN 
EACH OF THE SEVEN BEHAVIORAL OBJEC-
TIVE CLASSIFICATIONS 
Behavioral Objective Number and 
Short Title* 
I. Technical Tasks - Preparation for Audit 
Test Work 
9 Update systems documentation and program 
for minor changes 
Number of Accounting 
Courses Out of 15** 
Able to Background 
Perform Only 
Coverage Coverage 
2 3 
TABLE XII (Continued) 
Behavioral Objective Number and 
Short Title* 
I. Technical Tasks - Preparation for Audit 
Test Work (Cont.) 
7 Assist to prepare audit program for a 
major accounting area 
11 Assist to evaluate systems of internal 
control by major system 
12 Assist to prepare audit test plan 
4 Organize preliminary confirmation program 
10 Prepare systems documentation and audit 
program in area of major change or for 
new client 
8 Obtain specific work assignment 
1 Understand client's business 
2 Know impact of regulatory agencies 
3 Assist to organize and collect files and 
.supplies 
5 Assist to organize material to be provided 
by client personnel 
6 Prepare for a specific audit assignment 
II. Technical Tasks - Audit Test Work 
21 Make calculations 
16 Prepare trial balance 
28 Develop systematic approach to problem 
solving 
26 Produce high quality work 
17 Prepare or obtain revenue and expenditure 
schedules by client's major categories 
27 Assume responsibility 
24 Apply GAAP 
20 Maintain attitude of skepticism 
19 Reconstruct complex transactions 
15 Recognize material items 
14 Perform detailed account balance and trans-
action testing 
25 Apply GAAS 
· 18 Gather relevant information from on-going 
operating systems 
23 Handle statistic~ 
13 Organize work assignments 
22 Handle computer data 
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Number of Accountin~ 
Courses Out of 15** 
Able to Background 
Perform Only 
Coverage Coverage 
2 
1-2 
1-2 
1-2 
1 
1 
0-l 
0 
0 
0 
0 
7-9 
7-9 
6-9 
4-7 
5 
3-5 
2-5 
4 
2-4 
3 
2 
2 
1 
1 
0-1 
0 
0 
3-4 
1-2 
0-1 
4 
2-3 
11-12 
11 
4-5 
3-4 
2 
3-4 
0-2 
5-6 
7-8 
4 
4-5 
5-7 
6-7 
5-7 
6-7 
3 
1 
4-5 
4-5 
6 
4-5 
TABLE XII (Continued) 
Behavioral Objective Number and 
Short Title* 
III. Technical Tasks - Documentation of Audit 
Test Work 
33 Prepare adjusting journal entry 
30 Demonstrate technical competence 
31 Derronstrate analytical ability 
32 Write effectively 
29 Prepare workpapers 
35 Complete assignment 
34 Prepare conclusions for major areas 
IV. Interpersona 1 Tasks - Client Personnel 
40 Handle client questions 
36 Work effectively with wide variety of 
clients 
39 Maintain effective relationships with 
client clerical personnel 
37 Deal effectively with all levels of client 
personnel 
41 ·Develop techniques to handle conflict 
38 Maintain effective relationships with 
client managerial personnel 
V. Interpersonal Tasks - Firm Personnel 
46 Accept constructive criticism 
44 Relate effectively to other firm staff 
personnel · 
43 Relate effectively to your Senior 
42 Relate effectively to firm's management 
45 Assist Senior to supervise others 
VI. Interpersonal Tasks - General 
53 Work effectively under time pressure 
51 Conmunicate effectively orally 
50 Maintain professional attitude 
49 Maintain professional demeanor 
52 Develop effective question-asking. tech-
nique 
48 Deal effectively with changing inter-
personal situations 
. 47 Relate effectively to non-firm and non-
client individuals 
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Number of Accounting 
Courses Out of 15** 
Able to Background 
Perform Only 
Coverage Coverage 
6-9 
6-7 
5-6 
3 
1-2 
0-1 
0 
2-4 
1 
0 
0 
0 
0 
2-3 
0 
0 
0 
0 
4-6 
4 
2-3 
2-3 
1-2 
0 
0 
3-5 
5-6 
8 
10 
3-4 
4-5 
3 
5-6 
6-7 
5 
4 
4 
3 
11 
8-9 
8 
5-6 
3 
9-10 
10-11 
9 
8 
12-13 
6-7 
5-7 
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TABLE XII (Continued) 
Behavioral Objective Number and 
Short Tit 1 e* 
Number of Accounting 
Courses Out of 15** 
Able to Background 
Perform Only 
Coverage Coverage 
VI I. 
59 
56 
Professional Development Tasks 
Ask for assistance when you need it 
Keep up-to-date with professional 
1 i terature 
57 Use firm-provided reference materials 
58 Take advantage of in-firm training 
62 Maintain a professional appearance 
54 Make on-the-job performance consistent 
with goals 
63 Develop a business sense 
60 Develop self-confidence as an auditor 
61 Be active in professional organizations 
55 Plan for your personal development 
*Behavioral objectives are listed in descending 
perform" coverage within Classifications I -VII. 
5-9 4-6 
5-7 6-7 
2-4 4 
2-4 2-3 
2-3 6-7 
2-3 3-6 
2 10-11 
1-2 2-3 
0-1 7-8 
0-1 5-7 
order of "able to 
**Ranges of coverage occurred when two faculty members assessed a 
course and their assessments for that course differed. 
Table XII shows that Behavioral Objective #9, "Update systems 
documentation and program for minor chang·es, 11 Classification I (Tech-
nical Tasks- Preparation for Audit Test Hark), obtained "able to 
perform" coverage in two accounting courses and .. background only" cov-
erage in three courses. Within each classification, the table pre-
sents the behavioral objectives in descending order of 11 able to 
perform" coverage. 
If users of the study have interest in the behavioral objectives 
which did not receive any "able to perform .. coverage, they can use 
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Table XII to identify such behavioral objectives and to determine the 
amount of .. background only 11 coverage each obtained. Even though a 
certain behavioral objective did not receive any 11 able to perform 11 
designations in the courses, more than one 11 background only 11 assess-
ment may have equated to 11 able to perform 11 as discussed previously. 
Coverage Provided by Each of the 
Fifteen Courses 
The fourth topic indicated the coverage of the behavioral objec-
tives provided by each of the 15 accounting courses in a typical OSU 
MS program. Table XIII shows how each course contributed to develop-
ing students' proficiency to perform the behavioral objectives. 
Table XIII shows that Course 5503. (Advanced Auditing) provided 
11 able to perform 11 coverage for 30 of the behavioral objectives and 
11 background only 11 coverage for 27. Ranges of coverage occurred when 
two faculty members assessed a course and their assessments for that 
course differed, as was the case with Courses 3303, 3403, 4003, 4403 
and 4503. 
Table XIII reveals substantial differences in 11 able to perform 11 
and 11 background only .. coverages among the 15 courses. Course 5503 
(Advanced Auditing) received an assessment indicating that it provided 
11 able to perform11 competence in 30 behavioral objectives, more than 
any other course. Two courses, 4003 (Fundamentals of Federal Taxation) 
and 4403 (Accounting for Consolidations), each received an assessment 
stating that the course did not offer students any 11 able to perform 11 
coverage. 11 Background only 11 designations varied from a high of 46 for 
Accounting 
Course 
Number* 
5503 
4503 
5003 
3303 
5303 
4303 
3203 
4203 
3403 
5203 
4003 
5013 
4403 
2103 
2203 
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TABLE XI II 
SUMMARY OF "ABLE TO PERFORW AND "BACKGROUND 
ONLY 11 COVERAGE OF THE BEHAVIORAL OB-
JECTIVES BY THE FIFTEEN ACCOUNT-
ING COURSE'S IN A TYPICAL 
OSU MS PROGRAM 
Course Description 
Advanced Auditing 
Auditing 
Advanced Studies in Federal Taxation 
Financial Accounting I 
Seminar in Contemporary Accounting 
Theory II 
Fiduciary and Institutional Accounting 
Budgetary Control and Cost Analysis 
Cost Determination and Control, 
and Special Topics 
Financial Accounting II 
Seminar in Contemporary Accounting 
Theory I 
Fundamentals of Federal Taxation 
Tax Research and Planning 
Accounting for Consolidations 
Principles of Accounting I 
Principles of Accounting II 
Number of Behavioral 
Objectives Out of 63** 
Able to Background 
Perform Only 
Coverage Coverage 
30 
10-27 
16 
3-16 
15 
12 
11 
11 
2-9 
6 
0-6 
3 
0-3 
1 
1 
27 
33-46 
7 
12-28 
21 
18 
40 
40 
15-25 
12 
15-22 
24 
0-26 
21 
21 
*Courses are 1 isted in descending order of "able to perform" cov-
erage, us.i ng the greater coverage in cases where two faculty members 
assessed a course differently. 
**Ranges of coverage occurred when two faculty members assessed a 
course and their assessments for that course differed. 
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4503 (Auditing) to a low of zero for 4403 (Accounting for Consolida-
tions). When considering the variety among the 15 accounting courses 
which comprised a typical OSU MS program, it did not seem unusual to 
have considerable variations in the numbers of 11 able to perform 11 and 
11 background only .. assessments. A graduate course in Advanced Audit-
ing (5503) could have been expected to have greater relevance to 
staff auditors• initial assignments than Fundamentals of Federal Tax-
ation ( 4003). 
Comparison of the MS Program Coverage 
With That of the BS Program 
The fifth topic considered the differences between the 11 able to 
perform 11 coverage of the behavioral objectives by a typical OSU BS 
program and by a typical OSU MS program. The BS program plus five 
graduate-level accounting courses comprised the MS program as de-
scribed earlier in Table V. Table XIV shows coverage of the behavioral 
objectives by the BS program, the MS program and the five incremental 
courses which differentiated the two programs. The table presents 
data in three groupings of the behavioral objectives: (l) those 
covered to the extent of 11 able to perform 11 in two or more accounting 
courses, (2) those covered to the extent of 11 able to perform 11 in at 
least one accounting course and (3) those which did not receive 11 able 
to perform .. coverage in any of the accounting courses. 
Table XIV shows that 11-18 of the behavioral objectives obtained 
11 able to perform 11 designations in two or more courses in the BS pro-
gram and 31-37 in the MS program. This meant that students in a 
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typical OSU MS program had a hi·gh degree of assurance of learning to 
perform proficiently 19-20 more of the behavioral objectives than in 
a typical OSU BS program. This resulted from the MS program•s offer-
ing 11 able to perfonn" coverage in two or roore courses for 19-20 more 
of the behavioral objectives than did the BS program. The same table 
indicates that 23-42 of the behavioral objectives achieved 11 able to 
perform 11 assessments in at 1 east one course in the BS program and 
42-47 in the MS program. This meant that students in a typical OSU 
MS program could have expected to learn to perform from 5-19 more of 
the behavioral objectives than in a typical OSU BS program. This re-
sulted from the MS program's offering 11 able to perform 11 coverage in 
at least one course for 5-19 more of the behavioral objectives than 
did the BS program. The MS program•s advantage of greater coverage 
also appeared when considering the no 11 able to perform .. coverage 
comparison in Table XIV. The MS program failed to provide any 11 able 
to perform 11 coverage for 16-21 of the behavi ora 1 objectives as com-
pared with 21-40 for the BS program. 
The five incremental accounting courses in the MS program pro-
vided additional coverage of the behavioral objectives when compared 
with the BS program. Increases occurred both in numbers of two-or-
more course 11 able to perform11 coverages and in numbers of at-least-
one course 11 able to perform .. coverages. Fewer behavioral objectives 
lacked "able to perform .. coverage in the 15-course MS program than in 
the 10-course BS program. 
Summary 
This chapter presented analysis of the study results in five 
TABLE XIV 
COMPARATIVE 11 ABLE TO PERFORM" COVERAGE OF THE 
BEHAVIORAL OBJECTIVES BY TYPICAL OSU 
BS AND MS PROGRAMS 
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Number of Behavioral Objectives 
Covered to the Extent Indicated* 
In 10 BS In 15 MS In 5 Incre-
Groupings of Behavioral 
Objectives 
"Able to perform" coverage in two 
or more accounting courses 
11Able to perform 11 coverage in at 
least one accounting course 
No 11 able to perform" coverage in 
any accounting course. 
Program Program mental (MS 
Courses Courses over BS) 
** *** Courses 
11-18 31-37 19-20 
23-42 42-47 5-19 
21-40 16-21 5-19 
. *Ranges of coverage occurred when two faculty members assessed a. 
course and their assessments for that course differed. 
**From Table VIII. 
***From Table XI. 
areas. The first three analytical areas considered various aspects of 
the behavioral objectives. The remaining two areas dealt with the 
study•s example of the use of the behavioral objectives by OSU account-
ing faculty members for assessing courses. 
Analysis of the sources of data which provided input from which 
to develop the behavioral objectives showed commonality of expecta-
tions about staff auditors• performance among the 14 offices of the 
nine participating employers. Differences existed among individual 
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supervisors in terms of style and method of dividing work, but these 
did not seem to be differences among offices or participating employers. 
The scope of the behavioral objectives proved extremely broad, 
encompassing technical tasks, interpersonal tasks and professional de-
velopment tasks. Practitioners reported that both the importance and 
frequency of assignment of a given behavioral objective could vary 
with each supervisor-staff auditor combination and usually related to 
the current work situation. 
Analysis of the data suggested several possible uses for the 
behavioral objectives. Participating employers could use them in 
staff auditors• job descriptions with spin-off benefits in performance 
reviews, salary administration and continuing education. Accounting 
faculties could use the behavioral objectives not only to assess aca-
demic courses, but also to counsel students. The behavioral objec-
tives could give students information useful in making decisions 
about elective courses, extracurricular activities and summer employ-
ment opportunities. 
The limited number of qualified faculty members• assessments 
available for each accounting course plus the need for interpretations 
provided only limited satisfaction with analysis of the courses• cov-
erage of the behavioral objectives. However, the behavioral objec-
tives still offered an additional communications link between 
practitioners and academicians, and provided faculty members with an 
additional tool for evaluating course content and teachingmethodology. 
In a typical OSU BS program, students had a high degree of assur-
ance of learning to perform proficiently from 11 to 18 of the 63 be-
havioral objectives because that number received "able to perform 11 
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coverage in at least two accounting courses. Students could have ex-
pected to learn to perform from 23 to 42 of the behavioral objectives 
(which included the 11 to 18) since that number obtained an 11 able to 
perform11 assessment in at least one accounting course. When following 
a typical OSU BS program, students did not receive 11 able to perform11 
coverage for 21 out of 63 of the behavioral objectives and may not 
have received such coverage for as many as 40. 
Analysis of a typical OSU MS program showed increased 11 able to 
perform11 coverage of the behavioral objectives when compared with the 
BS program. In a typical OSU MS program, students had a high degree 
of assurance of learning to perform proficiently from 31 to 37 of the 
63 behavioral objectives because that number received 11able to perform 11 
coverage in at least two accounting courses. Students could have ex-
pected to learn to perform from 42 to 47 of the behavioral objectives 
(which included the 31 to 37) since that number obtained an 11 able to 
perform11 assessment in at least one course. When following a typical 
OSU MS program, students did not receive 11 able to perform .. coverage 
for 16 out of 63 of the behavioral objectives and may not have re-
ceived such coverag~ for as many as 21. 
CHAPTER VI 
CONCLUSIONS AND RECOMMENDATIONS 
Overview 
Chapter VI presents conclusions and recommendations. The conclu-
sions flowed from the analysis of study results, reported in Chapter V, 
and provided a basis for the recommendations. 
The conclusions did not necessarily relate to the analytical ar-
eas, A through E, on a one-to-one basis. For example, Conclusion One 
did not necessarily relate exclusively to analytical area A, nor Con-
clusion Two, to analytical area B. The conclusions fell into three 
groups. The first three conclusions'pertained to the behavioral ob-
jectives without regard to their application to a specific univer-
sity•s curriculum. The next two conclusions, Four and Five, related 
to the use of the behavioral objectives to evaluate accounting courses 
at Oklahoma State University (OSU). Conclusion Six followed a review 
of the study data as a whole. 
Each conclusion served as a basis for a recommendation (or 
recommendations), which related directly to it. For example, Recom-
mendation One pertained to Conclusion One and Recommendation Two, to 
Conclusion Two. 
137 
138 
Conclusion One 
The analysis of study results showed many similarities among the 
14 offices of the nine participating employers as to expectations 
about the role of staff auditors and did not reveal any major differ-
ences. Input from the three groups of practitioners (category A and 
B supervisors and managers) contained many similarities and few dif-
ferences. The differences that existed did not affect the behavioral 
objectives but related to terminology, detailed office procedures and 
individual supervisors' styles and methods of dividing work. The 
corrmonality of expectations about staff auditors among the offices 
permitted the development of a composite list of behavioral objectives 
to describe the role of staff auditors. This same commonality indi-
cated that any efforts to increase the coverage of the behavioral ob-
jectives in an academic curriculum would benefit most students 
planning to join the auditing staff of a pablic accounting firm. 
Such efforts also could benefit most public accounting employers by 
reducing the initial training time required by these better-prepared 
graduates. These considerations led to Conclusion One: 
A commonality of expectations about the role of a staff 
auditor among the participating employers permitted the 
development of a composite list of behavioral objectives 
to describe that position and makes worthwhile any ef-
fort to increase the relevance of academic preparation. 
Recommendation One 
The behavioral objectives offer faculty members an additional 
communications link with public accounting practitioners by providing 
instructors with specific data about firms' performance expectations 
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of newly-employed graduates. Academicians who present courses which 
set preparation for a professional career in public accounting as an 
objective could use the behavioral objectives as additional input. 
Such input might influence both course content and method of presen-
tation. Because of the commonality of expectations about the role of 
staff auditors among participating employers, it would seem as if a 
university•s special efforts to prepare students for initial profes-
sional assignments would cause favorable reactions among potential 
employers. This could result in continued or increased competition 
among employers for the university•s graduates. The competition 
might benefit both students and faculty members if employers were to 
seek competitive advantages by offering new internship programs for 
students, additional summer or part-time employment for faculty mem-
bers and more special grants to accounting departments. Recommenda-
tion One follows: 
Faculty members in accounting departments of universities 
could use the behavioral objectives as additional input 
in making decisions about course content and method of 
presentation to maintain or increase the attractiveness 
of their graduates to potential employers. 
Conclusion Two 
Supervisors expected not only proficiency in the performance of 
technical tasks by staff auditors, but also high quality performance 
of a substantial number of interpersonal and professional development 
tasks. Interpersonal and professional development tasks constituted 
almost half (28 out of 63) of the behavioral objectives. During in-
depth interviews, category A supervisors and managers expressed the 
belief that new staff auditors had more difficulty in effectively 
performing interpersonal and professional development tasks than in 
effectively performing technical tasks. Based on this information, 
a relevant academic curriculum should prepare students in non-
technical (interpersonal and professional development) areas as well 
as in technical (accounting) matters. These considerations led to 
Conclusion Two: 
A relevant academic curriculum should prepare students to 
perform both technical (accounting) and non-technical (in-
terpersonal and professional development) tasks expected 
of a staff auditor. 
Recommendation Two 
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Since supervisors expected staff auditors to perform effectively 
both technical and non-technical tasks, individuals planning a career 
in public accounting need to learn to perform both types of tasks as-
sociated with the staff auditor position. Supervisors indicated that 
on-the-job performance of the non-technical (interpersonal and profes-
sional development) tasks did not occur in isolation, but took place 
in conjunction with the performance of technical tasks. This sug-
gested that students could receive maximum benefit by learning to 
perform the non-technical tasks in conjunction with the technical 
tasks. This kind of learning seems feasible in an academic environ-
ment. Faculty members could make themselves aware of the interper-
sonal and professional development tasks expected of staff auditors 
by reviewing relevant behavioral objectives in the study. The be-
havioral objectives might serve as the bases for faculty members• 
discussions with practitioners. Accounting instructors could seek 
ways within the framework of their regular classes to impart knowledge 
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and to develop skills which would prepare students to accomplish non-
technical as well as technical tasks. Appropriate classroom tech-
niques might include small group projects, individual reports requiring 
input from other persons (preferably non-students) and presentations by 
guest speakers from the profession. Recommendation Two follows: 
Faculty members in accounting departments of universities 
could assist students to learn to perform interpersonal 
and professional development tasks in conjunction with 
technical tasks by using relevant teaching methodology and 
by integrating material about non-technical tasks with tra-
ditional technical (accounting) subject matter. 
Conclusion Three 
The behavioral objectives described the on-the-job performance 
expectations of newly-employed staff auditors held by their immediate 
supervisors. This information seemed to have implications both for 
the academicians who prepare students to assume these roles and for 
the practitioners who hire graduates into these entry-level profes-
sional positions. The implications suggested a variety of possible 
uses for the behavioral objectives. Some of the possible uses apply 
jointly to practitioners and academicians, while others apply only to 
participating employers or to accounting faculties. The studyexplored 
one possible joint usage of the behavioral objectives by deroonstrating 
·their communicative value between practitioners and academicians. 
Analytical area C (Chapter V) discussed some of the additional pos-
sible uses of the behavioral objectives by participating employers 
and by accounting faculties. These considerations formed the basis 
for Conclusion Three: 
In addition to the joint practitioner·academician usage 
of the behavioral objectives explored in the study, the 
behaviora 1 objectives have additional possible uses--by 
participating employers in job descriptions for staff 
auditors and by accounting faculties in counseling stu-
dents. 
Recommendation Three (A) 
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Some study data related to possible uses of the behavioral objec-
tives by practitioners. Several of the category A supervisors told 
the researcher that they had not thought as speci fica lly about their 
expectations of staff auditors as they had when developing and review-
ing the behavioral objectives. Following review of the behavioral 
objectives, one manager stated that he intended to use selected behav-
ioral objectives to form the basis of a job description to assist in 
training new staff auditors in his group. These comments suggested 
the possible use of the behavioral objectives by participating employ-
ers as parts of job descriptions for staff auditors. If used in job 
descriptions, the behavioral objectives could yield spin-off benefits 
in performance reviews, salary administration and continuing education 
programs as reviewed in analytical area C (Chapter V). The discus-
sions with practitioners provided the basis for Recommendation Three 
(A): 
Participating employers could use applicable portions of 
the behavioral objectives as parts of job descriptions for 
staff auditors i~ order to provide more me~njngful _perfor-
mance rev1ews, a1d 1n effect1ve salary adm1mstrat10n and 
increase the relevance of continuing education. 
Recommendation Three (B) 
Many students seek counsel from accounting faculty members about 
careers in public accounting. While some faculty members have public 
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accounting experience and other faculty members have not, both groups 
could use the behavioral objectives and accompanying reference mater-
ial as additional information for students who express interest in 
public accounting careers. Since the behavioral objectives focused 
on the performance requirements of the entry-level auditing position 
in a public accounting firm, they could assist in answering the ques-
tion, 11 What would my first job be like? 11 Students also could use the 
information when making decisions about elect·ive courses, extra-
curricular activities and summer employment opportunities as discussed 
in analytical area C (Chapter V). Recommendation Three (B) follows: 
Faculty members in accounting departments of universities 
could use the behavioral objectives to counsel students 
about the entry-level professional position of staff 
auditor in a public accounting firm. 
Conclusion Four 
The discussion in analytical area D (Chapter V) demonstrated one 
possible application of the behavioral objectives; i.e., their use 
by OSU faculty members to assess the 10 accounting courses which com-
prised a typical OSU BS program. Although only one or two faculty 
members were sufficiently well-acquainted with each course to provide 
a qualified assessment, the faculty members did evaluate students• 
learning in each course in terms of the behavioral objectives from 
actual practice. The results of these course assessments provided 
the basis for Conclusion Four: 
A typical OSU BS program in accounting covered from 23 to 
42 (out of 63) of the behavioral objectives to the extent 
of .. able to perform, 11 but failed to provide such coverage 
for at least 21 of the behavioral objectives and possibly 
for as many as 40. 
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Recommendation Four 
Conclusion Four indicated that a typical OSU BS program in ac-
counting failed to provide "able to perform" coverage for at least 
21 of the 63 behavioral objectives and may have failed to provide 
such coverage for as many as 40. A logical question arose as to 
whether a university should intentionally prepare its BS accounting 
students to perform all of the behavioral objectives of their first 
professional position. If the answer was "yes," then all of the be-
havioral objectives required coverage to the extent of "able to per-
form." If the answer was "no," then a corollary question developed: 
"If a university should not cover all of the behavioral objectives to 
the extent of 'able to perform,' then which ones, if any, should it 
cover to that extent?" 
Pedagogic questions aside, it seemed as if a university's ac-
counting curriculum could not provide "able to perform" coverage for 
all of the behavioral objectives because certain of them involved 
firm-specific or client-specific data. Examples included Behavioral 
Objective #34, "Prepare conclusions for major areas," and #43, "Re-
late effectively to your Senior." Logic suggested that universities 
did not have access to sufficient firm-specific and client-specific· 
data to permit complete "able to perform" coverage. However, it 
seemed reasonable that a university should develop students' "able to 
perform" competence in behavioral objectives which lent themselves to 
academic-type presentation and which did not depend on firm-specific 
or client-specific data. Examples included Behavioral Objective #23, 
"Handle statistics," and #32, "Write effectively." 
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It seemed as if decisions as to whether an accounting curriculum, 
such as the 10 courses which comprised a typical OSU BS program, 
should cover certain behavioral objectiv~s rest with the faculty mem-
bers who have curriculum responsibilities within the university or-
ganization. The study recognized that coverage of the behavioral 
objectives constituted only one input to the curriculum decision-
making process. However, the study did demonstrate the usefulness of 
I 
. behavioral objectives as a technique for achieving this type of input. 
Making specific recontnendations about additions or deletions of 
courses• coverage of the behavioral objectives exceeded the scope of 
the study. The study developed data from actual practice relevant 
to supervisors• expectations of newly-employed staff auditors and 
provided that'data to faculty members. The faculty members could use 
the behavioral objectives as an additional tool with which to assess 
accounting courses and as a basis for discussions with practitioners 
concerning aspects of courses• coverage. The study focused on the 
use of the behavioral objectives as a communications link between 
practitioners and academicians, and provided analysis to stimulate 
the communicative process. Fac·ulty members need to take action if 
they wish to make curriculum changes as a result of course assessments 
or discussions with practitioners. These considerations formed the 
basis for Recommendation Four: 
OSU accounting faculty members could use the coverage of 
the behavioral objectives by the 10 courses in a typical 
OSU BS program as a basis for discussions with practi-
tioners and as input for decisions concerning accounting 
course content and method of presentation. 
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Conclusion Five 
The discussion in analytical area E (Chapter V) continued the 
demonstration of the use of the behavioral objectives by OSU faculty 
members to assess their accounting cours~s, this time considering the 
15 courses which comprised a typical OSU MS program. As reviewed in 
the analysis and in connection with Conclusion Four, the faculty mem-
bers assessed courses in terms of the ab~lities students developed to 
perform the behavioral objectives from accounting practice. The re-
sults of the course assessments which related to a typical OSU MS 
program provided the basis for Conclusio~ Five: 
A typical OSU MS program in accounting covered from 42 to 
47 (out of 63) of the behavioral obj~ctives to the extent 
of "able to perform, .. but failed to 'provide such coverage 
·for at least 16 of the behavioral objectives and possibly 
for as many as 21. 
Recommendation Five (A) 
Conclusion Five indicated that a typ'ical OSU MS program in ac-
counting failed to provide .. able to perform .. coverage for at least 16 
of the 63 behavioral objectives and may have failed to provide such 
coverage for as many as 21. The earlier discussion in Recommendation 
Four concerning whether a university should provide all, some or no 
11 able to perform11 coverage of the behavioral objectives applies here, 
' 
also. It seemed as if decisions as to whether an accounting curric-
ulum, such as the 15 courses which comprised a typical OSU MS program, 
should cover certain behavioral objectives rest with the faculty mem-
bers who have curriculum responsibilities within the university or-
ganization. Making specific recommendations about additions or 
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deletions of courses' coverage of the behavioral objectives exceeded 
the scope of the study. The study focused on the use of the behav-
ioral objectives as a communications link between practitioners and 
academicians and provided analysis to stimulate the communicative 
process. Recommendation Five (A) follows: 
OSU accounting faculty members could use the coverage of 
the behavioral objectives by the 15 courses in a typical 
OSU MS program as a basis for discussions with practition-
ers and as input for decisions concerning accounting· 
course content and method of presentation. 
Recommendation Five (B) 
Conclusion Four indicated that the 10 accounting courses in a 
typical OSU BS program covered from 23 to 42 of the behavioral objec-
tives to the extent of "able to perform" and Conclusion Five stated 
that the 15 accounting courses in a typical OSU MS program provided 
that coverage for 42 to 47 of the behavioral objectives. Obviously, 
the M? program offered the greater coverage. 
These circumstances suggested that an individual who completed 
a typical OSU MS program would have greater initial competence as 
a staff auditor in a public accounting firm than would the same in-
dividual who finished a typical OSU BS program. The greater compe-
tence could translate into better job performance and less need for 
initial in-firm training. Firms might analyze on-the-job periformance 
and training needs of OSU MS and BS graduates to determine if dif-
i 
I 
ferences do exist in actual practice. If firms identify such1 dif-
ferences, they could use the analysis as a basis for reviewin1g 
i 
policies concerning recruiting, salary offers, initial assignments 
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and training programs. These considerations formed the basis for Rec-
ommendation Five (B): 
Participating employers could review on-the-job perfor-
mance and training needs of OSU MS and BS graduates to 
determine if differences exist, and if differences do 
exist, firms could use the analysis to review policies 
concerning recruiting, salary offers, initial assign-
ments and training programs. 
Conclusion Six 
Public accounting practitioners spent professional time providing 
data from which to develop a set of behavioral objectives which de-
scribed the role of a staff auditor~ Once developed, the behavioral 
objectives gave Oklahoma State University faculty members a basis for 
assessing their accounting courses. Behavioral objectives thus of-
fered a co11111unications link between public accounting practitioners 
who employ accounting graduates and academicians who prepare students 
for professional employment in that field. This suggested the use of 
behavioral objectives as a method for practitioners to make specific 
input to faculty members concerning course content. The use of be-
havioral objectives also furnishes a method for academicians to dis-
cuss specific levels of academic preparation with practitioners i'n 
terms of expected on-the-job performance requirements for graduates. 
Both practitioners and academicians have responsibilities to pursue 
areas of mutual interest and behavioral objectives offer a common 
basis for effective communications. Conclusion Six follows: 
The behavioral objectives offered a communications link 
between practitioners who spent professional time to pro-
vide input for the behavioral objectives and academicians 
who later used the behavioral objectives to assess account-
; ng courses. 
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Recommendation Six 
Practitioners and academicians who want to communicate about 
academic preparation for entry into public accounting and who did not 
participate in the study may decide to use the study data without 
modification. A practitioner may review the behavioral objectives 
and determine that they properly describe the role of a staff auditor 
in the practitioner's firm. Academicians who want to evaluate their 
accounting courses relative to a staff. auditor's role in public ac- · 
counting may decide that the study's participating employers closely 
resemble employers which their university supplies. These academi-
cians might conduct faculty assessments of courses (and degree pro-
grams) using the behavioral objectives without modification. 
Practitioners could develop behavioral objectives in their own 
organizations using the general pattern followed in the study. Firms 
could use the resulting behavioral objectives in job descriptions for 
staff auditors and as input to accounting faculties at universities 
where the firms recruit. Practitioners also could use various combin-
ations of study and newly-developed behavioral objectives. 
Academicians could modify the study in a number of ways. Account-
ing faculties could send the list of behavioral objectives to selected 
practitioners and solicit changes to describe the role of a staff 
auditor in a particular environment. Other groups of academicians 
might elect to start from the beginning by conducting in-depth inter-
views with practitioners. Either approach could produce data with 
which accounting faculties could assess courses in terms of firms• 
on-the-job expectations of newly-employed staff auditors. 
These considerations led to Recomnendation Six: 
Practitioners and academicians who want to communicate 
more specifically about the academic· preparation of staff 
auditors could use the study data without modification, 
with modification or as a basis for additional studies. 
Summary 
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The first three conclusions and recommendations pertained to the 
behavioral objectives without regard to their application to a specific 
university's curriculum. Conclusion One recognized the commonality 
of a staff auditor's role among different participating employers. 
The accompanying recommendation encouraged faculties• use of the be-
havioral objectives to maintain or increase the attractiveness of 
their graduates to potential employers. Conclusion Two highlighted 
the behavioral objectives• non-technical dimensions as well as their 
technical aspects. Recommendation Two suggested that students would 
gain the most benefits from an academic program by learning to perform 
technical and non-technical tasks together. Conclusion Three pointed 
out possible uses of the behavioral objectives in addition to the 
example explored in the study. Two recommendations followed. One 
dealt with practitioners• use of the behavioral objectives as part of 
job descriptions for staff auditors and the other, with accounting 
faculty members• use of the behavioral objectives to counsel students. 
The next two conclusions and associated recommendations related 
to the use of the behavioral objectives to assess accounting courses 
at Oklahoma State University. Conclusion Four indicated that a 
typical OSU BS program covered between 23 and 42 of the behavioral 
objectives, although it failed to provide .. able to perform .. coverage 
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for 21 to 40. The accompanying recommendation encouraged the OSU ac-
counting faculty to review the BS program's content and methods of 
presentation in terms of the behavioral objectives. Conclusion Five 
indicated that a typical OSU MS program covered between 42 and 47 of 
the behavioral objectives, although it failed to provide 11able to 
perform 11 coverage for 16 to 21. Two recommendations followed. One 
encouraged the faculty's review of the MS program in terms of the 
behavioral objectives and the other, the practitioners' recognition 
of differences between OSU BS and MS graduates in terms of prepara-
tion for the position of staff auditor. 
The last conclusion and recommendation reflected aspects of the 
entire study. Conclusion Six pointed out the communications link 
which the behavioral objectives provided between practitioners and 
academicians. The accompanying recommendation suggested that prac-
titioners and academicians who want to communicate more effectively 
about academic preparation of staff auditors use the behavioral ob-
jectives without modification, with modification or as the basis for 
additional studies. 
CHAPTER VII 
STUDY SUMMARY 
The literature describes an apparent communications gap between 
public accounting practitioners and academicians who prepare students 
to enter that profession. Both practitioners and academicians have 
identified the problem. The study responded to the problem by demon-
strating the usefulness of behavioral objectives as an additional com-
munications link between the actual practice of public accounting and 
academic preparation for the profession. Although' encountering a 
number of limitations attributable to both the nature of the project 
and the l~esources available, the study selected a manageable environ-
ment of practitioners and academicians in which to work. 
Behavioral objectives deal with what is to be done (the task), 
and the indicators by which satisfactory results may be judged (as-
sociated performance criteria). Odiorne (7) made the case for the 
use of (behavioral) objectives to measure on-the-job performance in 
a profit-oriented organization such as a public accounting firm. 
Mager (5) made the case for the use of (behavioral) objectives to 
measure successful classroom learning in an academic program such 
as a university accounting curriculum. Thus, the possibility exists 
for linking practitioners and academicians through common behavioral 
objectives. 
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The study focused on providing answers to two research questions. 
The first sought a description of the role of staff auditor, a posi-
. tion usually assigned newly-employed university graduates in public 
accounting firms, by using the technique of behavioral objectives. 
The study developed 63 behavioral objectives to describe the role of 
a staff auditor with data obtained from practitioners through in-depth 
interviews and questionnaires. Participants included 89 individual 
professionals from 14 offices of nine different major public account-
ing firms. 
The study showed commonality of expectations about staff audi~ 
tors• performance among the participating employers. This underscored 
the worth of any effort to increase the relevance of academic prepar-
ation. The scope of the behavioral objectives turned out to be quite 
broad and included both technical (accounting) and non-technical (in-
terpersonal and professional development) tasks. 
The second research question inquired as to how well the Oklahoma 
State University (OSU) accounting curriculum prepared graduates to 
fill positions as staff auditors. Thirteen full-time faculty members 
assessed the 19 regularly-presented OSU accounting courses in terms 
of coverage of the behavioral objectives. Each course was analyzed 
by the one or two faculty members who were sufficiently well-
acquainted with the course to provide a meaningful evaluation for 
the purposes of the study. The methodology used the assessments to 
determine the behavioral objective coverage of the 10 accounting 
courses in a typical OSU BS program and of the 15 accounting courses 
in a typical OSU MS program. 
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The faculty assessments of the OSU accounting courses showed 
that a typi ca 1 MS program provided greater 11 ab1 e to perform .. coverage 
of the behavioral objectives than did a typical BS program. Con-
versely, the MS program omitted coverage of fewer of the behavioral 
objectives than did the BS program. 
The study data, analysis and conclusions resulted in recommenda-
tions which included some of a general nature and others directed to 
the OSU accounting faculty. The general recommendations suggested 
that faculties use the behavioral objectives to increase accounting 
course relevance, integrate technical and non-technical subject mat-
ter in accounting courses and counsel. students who expressed interest 
in public accounting careers. Other general recommendations sug-
gested that practitioners use the behavioral objectives as parts of 
job descriptions to achieve spin-off benefits in performance reviews, 
salary administration and continuing education. The recommendations 
directed to the OSU accounting faculty encouraged the review of 
courses• content and presentation method in view of the behavioral 
objective assessments. Specific recommendations as to additions or 
deletions of behavioral objective coverage by accounting courses fell 
beyond the scope of the study. 
The final conclusion stated that the behavioral objectives had 
offered a communications link between practitioners who had spent 
professional time providing data from which to develop the behavioral 
objectives and academicians who later used the behavioral objectives 
to assess accounting courses. The accompanying recommendation 
indicated that practitioners and academicians not involved in the 
study could use the study data without modification or could modify 
it in a number of ways to fit their own environments. 
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APPENDIX 
ACCOUNTING COURSE ASSESSMENT QUESTIONNAIRE 
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ACCOUNTING COURSE ASSESSMENT QUESTIONNAIRE 
·Report for course: 
---------------------------------------------
Faculty member providing assessment: 
--------------------~------
Definitions: 
A. Able to perform: Faculty member believes that students who suc-
cessfully complete the specific academic course under considera-
tion, and as a result of that specific academic course, should be 
able to accomplish the task according to the associated perfor-
mance criteria specified in the related behavioral objective 
without additional formal instruction, but not without review of 
course materials, nor without implementing instructions from the 
supervisor concerning approval procedures, format, style and 
other office ground rules. 
B. Background only: Same as 11 Able to perform 11 except that the student 
receives information which is only somewhat related to the behav-
. ioral objective and, therefore, probably could not accomplish the 
task according to the associated performance criteria without sig-
nificant on-the-job training, self-study or additional formal, 
academic-type instruction. 
C. Not related: Course does not pertain to the task. 
Behavioral Objective Number 
and Short Title 
I. TECHNICAL TASKS - PREPARATION FOR 
AUDIT TEST WORK 
1 Understand the client•s business. 
2 Understand impact of regulatory 
agencies on client. 
3 Assist Senior to organize and col-
lect files and supplies. 
4 Organize preliminary confirmation 
program. 
5 Assist Senior to organize materials 
to be provided by client personnel. 
6 Prepare for specific audit assignment. 
7 Assist Senior in preparing audit pro-
gram for a major accounting area.* 
Able 
to 
perform 
Back- Not 
ground re-
only 1 a ted 
*The remaining behavioral objectives appeared in the same format 
on this Accounting Course Assessment Questionnaire used tm collect 
faculty input, but are omitted here. 
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